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ARTICLE I - RECOGNITION
 
The Roscoe Central School Board of-Education having determined that the 
Roscoe Teachers' Association is supported by a majority of the teachers in a 
unit comprised of all professional, certified personnel except the Chief Execu­
tive Officer, Assistant Superintendent, Principal, Assistant Principal (and BO­
CES) hereby recognizes the Roscoe Teachers' Association as the exclusive 
negotiating agent for the personnel in such unit. Such recognition shall be for 
the maximum period allowable under Section 208b(2) of .the Civil Service Law. 
ARTICLE II - DEFINITIONS 
A. The term "teachers" for the purpose of this document means class­
room teachers and others on the teachers' salary schedule and shall include: 
Classroom Teachers (including part-time) 
Librarians 
School Nurse-Teachers 
School Psychologist 
Guidance Counselor 
Teacher of Speech and Hearing Impaired 
Social Worker 
Teaching Assistant 
The term "Teaching Assistant" for the purpose of this document means an 
employee so employed in accordance with C.R.R. Part 80.33. 
B. The term teacher organization shall mean the Roscoe Teachers' Asso­
ciation which exists for the purpose of representing both member and non­
member teachers in their relationships with respect to their terms andcondi­
tions of employment to and with the Superintendent and the Board of Educa­
tion of the Roscoe Central School District. 
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C. The term negotiating unit shall mean all employees within the "A" def­
inition who are represented by the Roscoe Teachers' Association for the pur­
pose of collective bargaining with the Roscoe Central School District. 
ARTICLE III - PRINCIPLES 
A- Attainment of the educational program of this district requires mutual 
understanding and cooperation among the Board of Education, Superinten­
dent, the professional staff, and the community. To this end, free exchange of 
views is desirable, proper and necessary. 
B. Teachers shall have the right, freely and without fear of penalty or re­
prisal to form, join, or assist teacher organizations, to negotiate through their 
chosen representatives concerning salaries, terms and conditions of work, and 
related matters, and to engage in other activities for the purpose of establish­
ing, maintaining or improving educational standards in Roscoe Central School. 
C. Teacher organization shall have the right to use of bulletin boards (in 
the Teacher Lounge or Mail Room) or other communication media and to the 
use of the building facilities for the purpose of meetings concerned with the ex­
ercise of the rights established by this statement; such meetings should be 
scheduled through the administrator. The Association's use of the public ad­
dress system shall be limited to that time which follows the end of the student 
instructional day. The Association shall be responsible for custodial compen­
sation if no custodian is regularly scheduled during the hours of the meeting 
and the Association shall be further responsible for the expense of any materi­
als, supplies or telephone costs used in connection with their organizational 
activities.. 
D. The Teachers Association shall have access to available budgetary in­
formation, as well as other information necessary to carry out their legal re­
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sponsibilities. Prior to the Board of Education meeting, the District shall pro­
vide the Association with the Board meeting agenda and, as soon as possible 
after the Board meeting, the District will provide the Association with the Board 
minutes. 
ARTICLE IV - NEGOTIATION PROCEDURE 
A. A notice of intent to bargain shall be sent to the District by the Asso­
ciation no later than January 15th of the year in which the agreement termi­
nates. The parties agree to enter into negotiations in' accordance with the 
procedures set forth herein and as required pursuant to the Public Employ­
ment Relations Act and Section 208(b)2' of the Civil Service Law in an effort to 
reach agreement on all matters raised by either party concerning the terms and 
conditions of unit members' employment. Such negotiations may be preceded 
by preliminary informational meetings between the Board of Education or their 
representative(s) and the representative(s) of the Association. 
B. Agreements reached by the negotiating committees shall be submitted 
in writing to the Board of Education and to the Association for ratification. 
C. Upon ratification, the agreement shall be signed by the President of 
the Teachers' Association, the Superintendent, and the President of the Board 
of Education. 
D. The School District agrees no~ to negotiate with any teachers' group or 
individual teachers other than the Association in regard to terms and condi­
tions of employment of teachers during the term of this agreement. The Board 
of Education reserves the right to pay over and above the 'salary schedule on 
step to teachers beginning the frrst year in the system. 
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ARTICLE V - GRIEVANCE PROCEDJ:LRE 
A. General Provisions 
I. Definition - Grievance shall mean a claim by an employee or group of 
employees or the Roscoe Teachers Association that there has been a mis­
interpretation or misapplication of the. terms of this agreement and/ or ex­
isting terms and conditions of employment as determined by PERB or 
N.Y.S. Court of Appeals decisions. 
2. All grievances shall include the name and position of the aggrieved 
party, the time and place of the grievance, the contract provision allegedly 
violated, a general statement of the nature of the grievance and the redress 
sought. 
3. A grievance shall be deemed waived unless it is submitted within thir­
ty school days after the aggrieved party knew or should have known of the 
events or conditions on which it is based. During the summer recess, 
work days shall be considered as school days. 
a. Continuing alleged violations may be grieved at any time, provid­
ed that any redress may not be retroactive prior to the date the griev­
ance was fIled. 
4. The District and the Association will facilitate any investigation which 
may be required and to make available any and all materials and relevant 
documents, communications and records concerning the grievance. 
5. The grievant shall have the right of representation at au. stages of the 
grievance procedure and to confront and cross-examine all witnesses 
called against him or her, and to testify and call witnesses on his ·or her 
own behalf. 
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6. In any grievance brought by an employee or group of employees, the 
Association shall be notified of all hearing dates, ,given copies of all exhib­
its and decisions, and have the opportunity to cross-examine all witnesses. 
7. No interference, coercion,restraint, discrimination or reprisal of any 
kind at any time will be taken by the District or by any member of the ad­
ministration against the Association or any other participant in the griev­
ance procedure. 
8. Failure by the District to hold a hearing or submit decisions within 
the time limits set forth herein, shall be construed as a denial of the griev­
ance and the grievance may be appealed to the next stage. 
9. Grievances shall be submitted at the lowest possible ~tage where relief 
may be granted. 
10. The time limits may be extended at the request of either party. Re­
quests shall not be unreasonably denied. 
B. Procedures 
1. Stage 1: The grievance shall be presented, in .Writing, to the immediate 
supervisor withirt thirty (30) school days after the aggrie~ed party knew or 
should have known of the events or conditions giving rise to the grievance. 
The immediate supervisor shall hold a hearing within five (5) school days 
of the subntission of the grievance and render a written decision within 
five (5) school days thereafter. 
2. Stage II: Within ten (10) school days following the disposition of the 
grievance at Stage I, the grievant may appeal in writing to the Superinten­
dent. The Superintendent shall hold a hearing within ten (10) school days 
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of the submission of the appeal and render a written decision within five 
(5) school days thereafter.
 
3. Stage III: Within ten (10) school days following the disposition of the
 
grievance at Stage II, the grievant may appeal in writing to the Board of
 
Education. the Board of Education shall hold a hearing within ten {10}
 
days of the submission of the appeal and render a written decision within
 
five {5} school days thereafter.
 
4_ Stage IV: Within ten {10} school days following the disposition of the
 
grievance at Stage III, the Association may file with the Clerk of the Board,
 
a Demand for Arbitration.
 
a. Following the submission of the Demand for Arbitration to the 
Clerk of the Board, the Association ~hall file the Demand with the 
American Arbitration Association. The parties shall select -an arbitra­
tor from the American Arbitration Association's Labor Panel. 
b. All Demands for Arbitration and all arbitrations shall be pro­
cessed pursuant to the Voluntary Labor Arbitration Rules of the 
American Arbitration Association. 
c. The arbitrator shall be without power or authority to make any 
decision which requires the commission of any act prohibited by law 
or which violates the terms of this agreement. The arbitrator shall 
have no power to alter, add to, or detract from the provisions of this 
agreement. 
d." The cost of the services of "the arbitrator will be divided equally 
between the Board and the Association. 
e. The decision of the arbitrator shall be [mal and binding on the 
parties. 
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ARTICLE VI
 
TEACHER-ADMINISTRATOR LIAISON COMMITIEE
 
A. The Association shall select three (3) teachers who will meet with 
three (3) members from the District. The District representatives shall be one 
Board member, ..one administrator and one other member as selected by the 
Board of Education. Meetings may be called by either group, with the time and . 
place to be agreed upon by mutual consent and may be canceled or adjourned 
by mutual consent. 
ARTICLE VII - TEACHING DATES AND HOURS 
A. The teacher year may not begin prior to the Tuesday following Labor 
Day, or extend past Regents Rating Day in June unless the state mandated 
minimum number of days has not been met. In a year where Labor Day falls 
:'.:I.J.. 
on September 5 or later, the opening-of-school meeting for the teachers can be 
up to two days in the week before Labor Day (Tuesday, Wednesday, or Thurs­
day) 
B. The Scho~l Calendar shall be developed cooperatively by the Superin­
tendent and the faculty Association Executive Committee with the final ap­
proval of the Board of Education. 
C. If there is to be any permanent alteration in the school day, it should 
be agreed upon by the Association and the Board of Education. Changes in 
major schedule time for academic classes and activities should be developed 
cooperatively by the Administration and the Teachers Association with the final 
determination by the Board of Education. 
D. Effective January 1, 1999, the teaching day will be seven hours and 
twenty minutes with five minutes added at the beginning of the work day and 
fifteen rnIDute s added at the end of the work day. The parties agree that the 
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twenty minutes added to the teacher work day, effective January 1, 1999, will 
be non-contact time. At that time a teacher will be free to leave if he or she has 
no additional or assigned duties. Effective July 1, 2014, the teaching day will 
be seven hours and fifteen minutes (the 5 minute reduction in work day shall 
be taken from the end of the day). The five (5) minutes at the beginning of the 
work day shall be non-contact time. The ten (10) minutes at the end of the 
work day shall be available for student contact time. 
E.The District shall schedule no more than 190 days per school year, 
inclusive of emergency closing days. ,Teachers shall work a minimum of 180 
days and a maximum of 182 days regardless of how many emergency closings 
are used during the school year. 
F. All teachers may be required to attend no more than four (4) evening 
programs per school year. Each program shall be no more than three (3) hours 
in length. Attendance at the Res graduation, ceremony is required for the pro­
fessional staff who work with grades 5-12 and will be included in the required 
4 evenirtg activities throughout the school yeai-. Elementary teachers are en­
courage to attend. A minimum of one (1) concert per year is required for the 
professional staff who work with preK - grade 4 and will be included in the re­
quired 4 evening activities throughout the, school year: Teachers will sign up 
for available evening activities through My Learning Plan. 
G. Teachers may be required to attend one faculty meeting per month 
and may be required to attend one additional faculty meeting every other 
month. These facility meeting shall not be longer than one (1) hour in length.. 
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ARTICLE VIII - TEACHING CONDITIONS 
A. All teachers (Pre-K-12). will have at least one period daily free from 
assigned duties to be used for planning daily class activities. Study hall and 
homeroom are to be considered assigned duties. 
B. Extra-Curricular Assignment 
1. All teachers performing extra-curricular assignments shall be enti­
tled to continued employment in their respective assignments for.the fol­
lowing school year as long as performance is deemed satisfactory by 
administrative evaluation. 
2. All open extra-curricular positions will be advertised in areas fre­
quented by teachers for ten (10) school days. Teachers shall be given 
preference in filling these positions. 
4. A class advisor for grades 7 - 12 will be expected to remain as ad­
visor to that specific class, as the class is promoted, unless the teacher is 
removed from the position by the administration, or the teacher resigns. 
from "the position. 
C. All teachers shall have a duty free lunch period every day of 
at least 30 minutes. 
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D _ The District shall provide at least one secure area from 
which unit members can make telephone calls. 
ARTICLE IX - CLASS SIZE AND TEACHING LOAD 
A. Because changing educational requirements dictate revision of tra­
ditional size to meet the needs of modern education, the following recommend 
dations shall be implemented in Roscoe Central School District whenever prac­
tical: Elementary: 
1. 
2. 
3. 
Kindergarten 
Grades 1 - 3 
Grades 4 - 6 
30 students per teacher 
30 students per teacher 
30 students per teacher 
B. The Board agrees to utilize existing aides, if practical, to: 
1. Supervise Bus Detention 
2. . Supervise Cafeteria. 
C. High school teachers shall, whenever practical, teach a maximum 
of five, classes a day. Teachers who are assigned a sixth teaching assignment 
(core classes, full year electives, or two half-year electives) shall be entitled to a 
yearly stipend of $2,000 for each period over five (5). The stipend shall be pro­
rated for less than full-year (i.e. one semester only or runs oply on an "A" or "B" 
day schedule). AIS is a professional service not a class eligible for the addi­
tional stipend. 
D. Teaching assistant time will be used to assist teachers with activi­
ties related to the instructional program. The chief school Administrator or his 
designee will meet with teachers PreK-6 as a group to discuss the assignment 
of teaching assistant and/ or aide time.' Each elementary class in excess of 18 
enrolled students will be assigned a minimuIIl of one period of unit member or 
aide time per day, unless the teacher, in consultation with the administration' 
determines to not need the assistant or aide time. Time beyond one hour may 
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planned between the teacher and evaluator. An evaluator may conduct mini 
observations on two faculty members at a time that are regularly assigned !o 
work within the same class/course if both faculty members are in agreement to 
the joint observation. 
Evaluators will provide feedback from the mini-observations to the 
teacher. For each mini:-observation, a face-to-face follow up will be conducted 
within 3 school days (of consecutive attendance by .the evaluator and the 
teacher) of the observation whenever possible. The face-to-face follow up will 
ta¥e place in the teacher's classroom wheriever possible. The teacher will re­
ceive a summary- of the face-to-face conversation; written by the evaluator, fol­
lowing the meeting, within 15 school days of the observation. The face-to-face 
conversation and the written summary format will consist of: what's going well, 
concerns, next steps, what can administration do to support the teacher. 
4. For probationary teachers, in addition to a ·minimUlTI of 6 rrunl­
evaluations, one full length, announced, formal observation cycle will be com­
pleted between October 1St and May 1st. 
This will include a pre-conference,. observation, and post­
conference. Two school days prior to the pre-conferen<;:e, the teacher will sub­
mit to the evaluator a written lesson plan for the lesson to be observed (includ­
ing the following elements: Introduction - A short activity, pre-assessment or 
prompt that focuses the students' attention and ties the previous lessons to to­
o day's lesson; Purpose/Objective - An explanation of the ilnportance of this les­
son and a statement concerning what students will be able to do when they 
have completed it; Key Vocabulary-/Content - The vocabulary demonstrates 
what is to be learned; Instructional Technique and Sequence - The teacher 
presents and/or demonstrates what is to be learned; Guided Practice - The 
teacher supports the students through the steps necessary to perform the skill 
13
 
or master the content; Assessment - The teacher uses a variety of strategies to . 
determine if the students are understanding; Independent Practice - The 
teacher releases students to practice on their own; Closure - A review or wrap­
up of the lesson). The teacher will also bring his/her lesson plan book to the 
pre-conference. 
For the post-conference, the teacher should bring samples of stu­
dent work and assessments available from the observed lesson. For the re­
quired full-period formal observation of· a probationary teacher, a post­
conference will be held within 5 school days (of consecutive attendance by the 
evaluator and teacher) of the observation and the written summary within 15 
school days of the obs~rvation. The post conference and the written summary 
format will consist of: what's going well in the beginning, middle,· and end of . 
the lessori; concerns in the beginning, middle, and end of the lesson; next 
steps; what can administration do to support the teacher, as well as a checklist 
of observed/not observed lesson components. 
5. In addition to the 6 mini-observations for tenured teachers and the 
6 mini-observations and one formal observation for probationary teachers, 
evaluators may also conduct additional observations, either announced or un­
announced rniniobservations or full-length observations. Teachers may re­
quest an additional observation and/or administrators may choose to complete 
additional evaluations if the evaluator or teacher observed or identified areas of 
concern during a mini-observation. The format of these additional observations 
will follow the formats and procedures indicated in #3 & #4 above, except that 
if a full-length observation is unannounced there will not be a pre-conference. 
6. School Social Worker and School Counselor will receive quarterly 
meetings, the last of which will be the annual summative evaluation. During 
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the first three quarterly meetings, evaluators will provide feedbac.k in a face~to­
face format regarding professional responsibilities from that quarter. The face­
to-face follow up will take place in the teacher's classroom/office whenever 
possible. The School Social Worker/School Counselor will receive an evaluation 
summary of the face-to-face conversation, written by the evaluator, following 
the meeting. The face-to-face quarterly ineetings and the written summary 
format will consist of: what's going well and concerns in the areas specific are­
as identified in (a.) below, as well as next steps, what can administration do to 
support. 
a. Areas of Focus: Planning & Preparation, Counseling, Family & 
Community Outreach, Professional Responsibilities 
. 7. Teaching Assistants will receive a minimum of two mini observa­
tions per school year with the same mini observation process and procedure as 
described for teachers above. An evaluator may conduct mini observations on 
two facu1ty members at a time that are regularly assigned to work within the 
same class/ course if both facu1ty members are in agreeIIlent to the joint obser­
vation. 
8. All written evaluations that result from a mini observations, full-
length observation, or quarterly meeting will be accessible to teachers and 
stored electronically in the OASYS system. 
9. The electronic acknowledgement of written evaluations that result 
from a mini or full-length observation by a member will be considered equiva­
lent to a signature. The electronic acknowledgement/ signature is for the pur­
pose of the memb.er's acknowledgment of the receipt of the written evaluation, 
not necessarily agreement with the contents. This statement will appear on the 
form: "The teacher's acknowledgement indicates that hel she has seen and dis­
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cussed the evaluation; it does not necessarily denote agreement with the re­
port." The Parties' acknowledge that the OASYS System notifies the teacher of 
any changes that are input after the document has been finalized. 
10. The member shall be given 10 school days in which to respond to 
any written evaluations that result from a mini or full-length observation. 
C. Dismissal 
1. Termination of a teacher's services due to abolition of posi­
tions. 
Should the District abolish a position within the bargaining 
unit pursuant to Education Law 52510, the person whose position is be­
ing abolished shall receive written notice of the District's intent to abolish 
his/her position at least thirty (30) days prior to the date on which the 
abolition will become effective. 
2. Discontinuance of a probationary teacher's services prior to 
expiration of probationary period. 
a. The District shall observe the requirements of 
.Sections 3012, 3019-a and 3031 of the Education Law in discon­
tinuing the services of a probationary teacher. 
b. The District will not initiate any of the foregoing 
statutory procedures to discontinue the services of a probationaiy 
teacher for unsatisfactory classroom performance without first 
.. 
providing a written warning setting forth the nahrre of the unsatis­
factory performance and the District's expectations for improve­
ment of the teacher's performance. The District will provide a 
probationary teacher who receives such written warning with at 
least thirty (30) school days within which to improve his/her per­
16 
formance. Thereafter, the District may initiate the statutory pro­
cedures referred to hereinabove. Should the teacher so request, 
the Board of Education will provide the teacher with a conference 
. (not an evidentiary hearing) in executive session at the Board Meet­
ing at which said Board considers the Superintendent's recom­
mendation to discontinue his/her services, provided, however, that 
the teacher has invoked his/her rights pursuant to Education Law 
83031. 
3. Notice of Superintendent's intention not to recommend for tenure. 
Notice of the Superintendent's intention to recommend to the 
Board of Education that a probationary teacher not be appointed to ten­
ure shall be given at least sixty (60) calendar days prior to the expiration 
of said teacher's probationary appointment. 
4. A probationary teacher whose services are being terminated must, 
upon request, be given a statement of reasons and shall have the right to 
respond to this statement pursuant to the provision of Section 3031 (Fair 
Dismissal) of the New York State Education Law. 
D. Annual Professional Performance Review (APPR) 
1. The APPR procedure has been developed jointly by the Su­
perintendent and his/her designee and two (2) RTA appointees. Said 
procedure is attached h~reto as Appendix A. 
2. The APPR procedure will not commence prior to April 1 and 
will end by June 15. 
3. APPR procedure may not corrunence until the observation 
procedure is completed for an individual. 
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4. Each teacher, after reading his/her APPR report, sha!1 
acknowledge he/she has read it by affIxing his/her signature thereto. 
Such signatures shall not signifY agreement with the contents. 
5. The APPR will include an indication of probationary status 
with respect to the possibility of continued employment. 
6. All APPRs of teachers will be conducted openly with the full 
knowledge of the teacher. 
7. The APPR report· shall use the phrase "will strive for" in ref­
erence to goal setting. In addition, the District may also establish quan­
tifIable goals with regard to Regents results, State Assessments, etc. 
These goals shall be reasonable and based on data. The data will be 
made available to the teacher prior to the goal-setting meeting. These 
goals shall be developed in collaboration between the administrator and 
the professional staff member, with fmal authority vested in the admin­
istration. 
ARTICLE XI - PERSONNEL FILES 
A. The District shall maintain one (1) official personnel file for each 
employee, which file will be located in the District's central office. 
1. The teacher shall have the right, upon request, to review the con­
tents of his personnel flie and shall be allowed· to make C?pleS of any 
documents therein at his own expense. 
2. The teacher shall be entitled to have a representative of the Associ­
ation accompany him during such review. 
18
 
B. The employee's file shall contain routine financial information, con­
fidential references and all material relating to the job performance of the em­
ployee. 
C. No material derogatory to a teacher's conduct, servlce,character, 
personality, job performance, or an observation report shall be placed in the 
ernployee'sfile unless the employee is given a copy thereof and notified in writ­
ing that it is to be placed in the file. The employee shall sign and return such 
copy to the Superintendent's office within ten (10) days of the date it was re­
ceived. Such. signature shall not be understood as agreement with any state­
ments contained in such document and shall indicate only that the employee 
has read the document and is familiar with its contents. The original of the 
document shaJl not be placed in the employee's file lliltil the signed document 
is returned. If it is not returned within the ten day period, then the document 
may be placed in the file or stored in the District's electronic information sys­
tem. 
D. The employee shall have the right to reply in writing to any materi­
al to be placed in the personnel file. This reply shaJl be attached to the materi­
al prior to its placement in the official District personnel file. Failure to reply 
shaJl not be interpreted as a waiver of defense in any case. 
E. An employee who wishes tg examine his/her personnel file shaJl 
have his/her request honored within five (5) ,school days of the time such re­
quest is made. The employee shall be entitled to have an Association repre­
sentative present during such review. 
F. Upon receipt of a written request, the employee shall be furnished 
with a reproduction of any file material, excluding confidential references per­
taining to hiring or promotion. In the event the file material is required for,the 
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prosecution of a grievance of the defense of an employee in a disciplinary pro­
ceeding, the material shall be furnished at no cost to the employee. In all other 
cases, the employees shall pay the cost specified by the District for release of 
public documents under New York law. 
G. No written complaints or other derogatory material received by the 
District from parents, teachers, students or from anyone other than certified 
administrative or supervisory personnel of the District shall be placed in an 
employee's personnel file unless a thorough investigation has been conducted 
and verified by a qualified administrator. 
. . 
H. Employee personnel files shall be deemed to be of a confidential 
nature. Review of the file shall be limited to the employee, administrative and 
supervisory personnel, the Board of Education or their legal representatives. 
In no event shall any employee's personnel file or any other the documents 
contained therein be turned over to anyone else except under legal compulsion 
or with the consent of the employee. 
ARTICLE XII - TEACHER ASSIGNMENTS 
A. Teachers will be notified in writing of their specific teaching as­
signments for the following year no later than June 1. Teachers shall be noti­
fied as soon as possible of proposed changes which occur after June 1st.. 
1. Teachers will be notified in writing of tentative period-by-period 
schedule for the upcoming school year no later than June 30. 
2. Teachers will be notified of change in· classroom location by 
June 1, whenever possible. 
B. Teachers employed by the school district shall have a reasonable 
expectation of continued emplOYment, provided that their services are compe­
tent, efficient and satisfactory. 
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c. Any vacancies / new positions must be posted on faculty bulletin 
boards and a copy sent to the RTA President, at least fIfteen (15) days prior to 
.tn.e. 9;;tte applications are due. This paragraph shall apply in all instances 
where appropriate notice has been given to the District regarding employment 
severance. 
D. Teachers who desire a change in subject and/or grade level shall 
submit a request to the Superintendent prior to May 1st. 
E. Involuntary transfer/assignment will be made only after a meeting 
between the teacher involved and/or his/her representative and the Superin­
tendent at which time the teacher will be notifIed, in writing, of the reasons for 
the involuntary transfer/assignment. 
ARTICLE XIII
 
STUDENT DISCIPLINE AND PROTECTION OF TEACHERS
 
A. Teachers will be protected by all sections of the New York Educa­
tion Law including Section 3028, and all other laws added thereto. 
B. Principals and teachers shall be required to report in writing to the 
Superintendent all cases of assault suffered by teachers in connection with 
their employment. (Assault shall be defIned as a violent physical or verbal at­
tack.) 
. \ 
C. Whenever an employee is summoned for an interview for the record 
and/ or for the purpose of imposing a disciplinary penalty and/ or to obtain a 
statement to be used in a disciplinary proceeding, he or she shall be advised of 
the right to have an Association representative present and shall be entitled to 
an adjournment of at least one day to obtain such representation. 
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ARTICLE XIV - LEAVES OF ABSENCE 
A. Sick Leave
 
1. Teachers shall be granted thirteen (13) days of personal sick leave
 
per year without loss of pay and accumulative to 250 days. These days
 
may be used for emergency family leave dealing with illness in the family
 
and intermittent leave to accompany a family member to treatment ses­

sions when critically ill.
 
B. Bereavement Leave
 
All employees shall be entitled to five (5) consecutive days absence from
 
employment with pay, commencing with the date of death, not chargea­

ble to sick leave, for a death in the family, i.e. parents, grandparents,
 
children, brother, sister, spouse, in~laws and domestic partner. Employ­

ees may be granted one day of bereavement leave for the purpose ofat­

tending the funeral of a former spouse. provided there are living minor
 
children.
 
C. Sick Leave Bank
 
1. A sick leave bank shall be established for the purpose of providing
 
sick days to any participating member of the Roscoe Teachers Associa­

tion who has exhausted all of his/her sick time. Withdrawals from the
 
sick leave bank shall only be used for catastrophic, prolonged or disa­

bling conditions.
 
2. A participant may use up to ten (10) days in accordance with the
 
criteria set forth in Section 14.C.1 for their spouse or children.
 
3. The bank will be established no later than the second Friday of the
 
first semester of the current school year. A committee of three faculty
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members will administer the sick leave bank using the following guide­
lines. 
4. Initially, every teacher wishing to belong to the sick leave bank will 
contribute one (1) day of sick leave. 
5. When sick leave bank is diminished to five days, each teacher will 
contribute another one (1) day of sick leave to the bank. 
6. Teachers will not,be allowed to take back a day that is contributed 
to the sick leave bank, but may elect not to re-contribute to the sick 
leave bank and therefore terminate their membership in the sick leave 
. bank. 
7. A doctor's (M.D.) statement will be required as proof of disability. 
8. No member of the bank would be allowed to draw more than thirty 
(30) days from the sick leave bank per request. 
9. All unused sick leave bank days shall be carried over into the fol­
lowing school year. 
10. The committee's decision will be [mal arid binding. 
11. Members of the Sick Bank who have accumulated more than 250 . 
sick leave days may contribute up. to five {5) days in excess of 250 to the 
Sick Bank upon their retirement from the District. 
D. Personal Leave 
1. Teachers may be absent {or personal reasons for three days per 
year by notification only, without loss of salary. Personal leave may be 
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used only for business which cannot be accomplished other than during 
the school day. Effective July 1, 2003, unused personal days will be 
added to accumulated sick time at the end of each school year. Days 
currently accumulated in excess of the three (3) will be added to unused 
sick time. 
2. Personal leave may not be taken to extend a holiday unless cir­
cumstances warrant use of such leave and approval of the Superinten­
dent is received.. 
3. Teachers servmg as delegates to NYSUT Representative Assembly 
and/or as delegates to NYS Retirement System Board, shall not be penal­
ized for days away from school. They shall not lose either sick or per­
sonal days when serving in the above capacity. This shall be limited to 
one teacher for two days. 
4. On proof of the necessity of jury servlce, an employee shall be 
granted leave for that purpose.without charge to other leave credits. All 
fees paid to such employee for such jury service shall be given to the 
school district. Mileage reimbursements are not considered "fees." 
E. Child Rearing Leave 
1. Teachers shall be granted child rearing leave upon the following 
conditions: 
a. The teacher shall be required to give .30 days advance notice 
of the commencement of leave. The notice shall state the date of 
termination of such leave. Normally suchleave shall be for a peri­
od of a year but may be for two years. A teacher on child rearing 
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leave must return to the District no later than the beginning of the 
next semester following the termination of such leave. 
b. The leave shall be extended for one or two semesters upon 
written notice to the District at least sixty days prior to the end of 
the leave originally requested. 
2. Notwithstanding the foregoing, the leave may be terminated sooner 
upon request of the teacher and approval of the District upon availability 
of a position. However; where the pregnancy is terminated prior to birth, 
the leave may be terminated by the teacher on 60 days notice, such ter­
mination and return to duty to commence at the beginning of the next 
succeeding semester after receipt of the aforementioned notice from the 
teacher. In every case no teacher shall return to duty without presenting 
a medical certificate e~tablishing that the teacher is physically capable of 
performing the usual duties. 
3. The use of sick leave benefits as otherwise provided for in this 
agreement shall be allowed by reason of the physical disability caused by 
pregnancy or maternity, upon verification from the teacher's physician 
or, at the option of the District, a physician designated by the District. 
4. No teacher on child rearing leave shall be denied the opportunity to 
substitute in the school district in the area of competence after tennina­
tion of pregnancy. 
5. The teacher, during a child rearing leave shall be entitled to the 
same medical benefits provided in the District health insurance plan for 
a period not to exceed twenty (20) weeks. 
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6. All the above IS applicable for males and females in the event of 
adoption. 
F.Extended Leaves 
1. The Board may grant, upon a teacher's request, a leave of abs~nce 
of one school year without pay. If approved, such leave may be granted 
for service as an exchange teacher, or for study related to the licensed 
field, or study research, or for other fields of endeavor. Such teacher, 
upon return, may be afforded his normal increments. Effective June 30, 
1981, those returning from leaves pursuant to this paragraph shall not 
be entitled to step advancement nor seniority credit for the period of the 
leave. 
2. Upon return t? work the Superintendent will assign the teacher to 
his/her original or similar position. 
3. Teachers' Health Insurance, at the payment of 100% of the premi­
um by the teacher to the Board may be continued by the teacher on ex­
tended leave. 
4. No compensation shall be paid and no benefits shall accrue, in­
cluding step advancement or seniority accnial for any leave of absence 
. without pay, except as otherwise expressly stated in this agreement. 
5. One (1) professional leave day for school visitation shall be granted. 
This day is to be elected on an individual choice basis and must be ap­
proved by the Superintendent. This is not to be charged to any other 
type of leave. 
6. Other leaves of absence may be granted by the Board of Education 
at their discretion. 
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7. The terms of Section F hereinabove are not applicable to teaching 
assisting unit positions. 
ARTICLE XV - PROFESSIONAL IMPROVEMENT 
A. In-Service Courses 
1. Members must receive prior approval from the Superintendent of 
Schools or his/her administrative designee for all in-service course work. 
Members of the educational staff shall apply in writing using the appro­
priate form. 
2. Each professional employee a,tte:p.ding such courses shall receive 
one credit for every fIfteen hours of in-service cowse work that occurs 
outside of the school day. If a teacher attends .in-service courses(s) dur­
ing the normal teaching hours, said teacher shall not receive additional 
salary credit or hourly compensation for said in-service course work. 
3. For all work outside of the school day, unit members shall elect to 
receive either salary credit or hourly compensation. 
4. If the Districtpays ¢e cost of the professional development pro­
gram directly or through a BOCES COSER, only in-service credit will be 
given. If the unit member pays the cost, either salary credit or hourly 
compensation (as referenced in Article XV, A, 3) will be given. 
5. All in-service credits accumulated throughout the year must be 
submitted for payment by October 1st and/or March 1st of each year. 
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B. College Course 
1. Salary credit will be given for the satisfactory completion of such 
courses in accordance with the provisions set forth in the salary agree­
ment (Appendix B). 
2. Once the Superintendent has approved a Masters Degree program, 
any course required for that specific Masters Degree or for professional 
certification shall not need prior approval. However, the paperwork nec­
essary for salary credit payment must be submitted to· the business of­
fice. 
3. Effective July 1, 1991, compensation for all credits shall be up to a 
maximum of ninety (90) credits. 
4. If any employee as of June 30, 1991 was receiving compensation 
for more than ninety (90) credits, the employee shall continue to receive 
said compensation. 
5. If requested by the District to take an in-service and/or graduate 
course, the employee shall be compensated at the current rate of pay­
ment regardless of their total number of credits. 
6. An official college transcript must be submitted for all degrees 
upon completion in order to advance to the corresponding salary sched­
u1e. Unit members shall maintain their step placement when moving to 
the new salary schedule. 
7. All college credits accumu1ated throughout the year must be sub­
mitted for payment by October 1st and/or March 1st of each school year.. 
A college grade report must be attached to the request. 
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C. District Improvement Programs 
Teacher initiated projects which are approved by the Superintendent to 
be done other than during normal works hours, i.e., after school, sum­
mer, shall be compensated in accordance with the provisions set forth in 
Appendix C. 
D. Summer Work 
1. Summer Work shall be defIned as any professional development or 
curriculum work completed' after the last day of school and before the 
start of the new· school year. Summer work can be initiated by the 
teacher or the District and must receive prior approval of the Superin­
tendent. Participation must be agreed to by both parties. The work shall 
be compensated in accordance with the provisions set forth in Appendix 
C. 
2. A teacher compensated for Summer Work must serve the following 
year at Roscoe Central School, or return the stipend paid within thirty 
(30) days after resignation. 
3. Participants will be selected and recommended by the Superinten­
dent to the Board of Education for approval. 
4. Applicants will SUbmit, by May 31, a proposal for that year's 
Summer Work to the Superintendent or his/her designee as soon as 
possible after being notified of a new teaching assignment. 
5. Participants will be notifIed of the results of the selection process 
by the end of the New York State Regents Exams ill June. 
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6. The Superintendent or his/her designee and the teacher shall dis­
cuss the activity and agree upon a fIxed number of hours for perfor­
mance. Payment shall be made upon the completion and acceptance of 
the work product by the District. Such acceptance shall not unreasona­
bly be withheld. Prior to fIxing the number of hours, the Superintendent 
or his/her designee, with the teacher's input,· shall determine the scope 
of the project and establish the criteria for acceptance of the project in 
terms of the performance expectations_ 
7. If the Superintendent or his/her designee wants or strongly rec­
ommends training during weekends or summers, the district will incur 
the costs associated with the training. For unique high cost professional 
development programs in which the district pays, no salary credit or 
hourly compensation will be given. If the unit member pays the cost or 
reimburses the district, they can elect to rec·eive either salary credit or 
hourly compensation (as referenced in Article XV, A, 3). 
8. No teacher may be compelled or coerced into taking coursework 
during non-school hours. 
ARTICLE XVI - HEALTH AND DENTAL INSURANCE 
~ 
A. Health Insurance 
1. a. Effective July 1, 2008 the Board agrees to pay 94.5% of the 
cost of the monthly health insurance premiums of the individual and 
family health insurance plan, using the DEHIC PPO Alternate Plan as the 
maximum Board monthly contribution. Employees will contribute 5.5% 
toward the monthly health insurance premium costs to participate in the 
plan. Effective July 1, 2011 employees will contribute 7% toward the 
monthly health insurance premium costs to participate in the plan. Ef­
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fective July 1, 2012 employees will contribute 8.5% toward the monthly 
health insurance premium costs to participate in the plan. 
Effective July 1, 2014, or as soon as practicable· thereafter, employees 
will have the option of either the DEHIC Alternative PPO Plan or the 
DEHIC EPO 20 Plan. Employee contribution shall be as follows: 
ALTPPO EPO 20 
.July 1, 2014* 10%· 6% 
July 1, 2015 12% 7% 
July 1, 2016 14% 8% 
(*Note: In year one, the increase in the Alt PPO employee contribution 
will take effect only after the open-enrollment period is complete and unit 
members are officially enrolled in the health insurance plan of his/her 
choice) 
For each person that switches to the EPO 20, the District will make a 
non-elective contribution to the employee's 403b account in the amount 
of $1,000 for each of the next three years. If 75% or more of the mem­
bership switch to EPO 20, the District will make a non-elective contribu­
tion in the amount of $750 to the 403b account of RTA members who 
receive a health insurance buy-out. (Note: in year one, the contribution 
will be made as soon as practicable after plap. changes have been made.) 
Teaching assistants will pay one-half of the amount that .teachers con­
tribute toward health insurance. A Section 125 Plan will be implemented 
effective July 1, 2004 for premium contributions. 
b. Effective July 1, 2003 health insurance will be provided un­
der the DEHIC Alternate PPO Plan. 
2. The Board agrees to continue the present policy of Health Insur­
ance for retired teachers. 
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3. The Board retains the right to change carriers and programs pro­
vided that the identical coverage or superior coverages are provided by 
such carriers and programs. Any change to be made shall only be after 
the concurrence of the Association. 
4. The provisions of Article 17 shall apply to teaching assistants so 
long as he / she is employed thirty or more hours per week. 
B. Dental Insurance 
1.	 The Roscoe Central School District shall contribute $250 per unit 
member in the 2002-03 school year, $350 per unit member in the 2003­
04 school year, and $450 per unit member per year in the 2004-05 and 
2005-06 school years towards the purchase of a dental plan selected by 
union membership. This District contribution of $450 per unit member 
towards the dental plan shall continue through the 2009-2010 School 
Year. Costs over District contribution shall be the sole responsibility of 
the participating member. Unit members have the right to opt-out of 
the dental insurance. However, there will be no compensation to the 
employee for the opt-out. The District contributes $450.00 for enrolled 
unit members only. 
C. Health Insurance Buy-Out 
1. Employees eligible for health insurance who submit proof of alter­
nate insurance may, at their option, cancel their school health insurance 
coverage and receive. payment of fIfty percent (50%) of the premium cost 
for individual coverage of the DEHIC PPO Plan. Effective July 1, 2003 
payment shall be calculated as fIfty percent (50%) of the premium cost 
for individual coverage of the DEHIC Alternate PPO Plan. 
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2. Th~-eash reimbursement will be paid in June. To qualify for this· 
benefit in its entirety, the Superintendent must be notified by July 1 in 
order to receive the 50% cash paYment the following June. 
3. Employees who become eligible for this benefit during the school 
year and wish to cancel their health insurance shall receive a pro-rated 
cash payment.· 
4. Employees may re-enter the District Plans at any time but they will 
only qualify for cash reimbursement on the pro-rated portion of the year 
that they were not covered by the school plan. 
5.	 Re-entry in the District Plans will be controlled by the procedures 
and stipulations of the health plan for which enrollment is made. 
D.	 Retiree Health Insurance 
1.	 Unit members who retire on or after June 30, 2007 shan be enti­
tled to District funding of health insurance premiums under the 
District's health insurance plan as follows: 
2. 
Years of Service District Contribution Toward 
in District Individual/Family Health 
Premiums 
10-15 years· 50% 1/35% F 
16-20 years 60% 1/50% F 
21 or more years 70% 1/50% F 
2. In determining the dollar amount of the District contribution to­
wards family premiums, the amount paid -shan be based upon paying the 
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percentage indicated towards the cost of individual coverage and the per­
cent x the difference in cost between 100% Individual coverage and 
100% family coverage, as the family coverage base contribution (i.e. 50% 
towards the cost of individual coverage plus 35% towards the difference 
. in costs between individual coverage and family coverage. Thus,· if indi­
vidual coverage costs $4,000.00 and family coverage costs $10,000.00, in 
this example, the District would contribute $2,000.00 plus $2,100.00 for 
a total of$4,100.00 of the $10,000.00 cost of family coverage.) 
ARTICLE XVII
 
DUES DEDUCTIONS AND REIMBURSEMENTS
 
A. Dues deductions shall be made in twenty (20) bi-weekly payments 
with the written permission of each teacher. 
B. The District will pay all reasonable expenses (including fees, meals, 
lodging and transportation) incurred by unit members who attend workshops, 
seminars, conferences and other professional improvement sessions or who 
travel on District business. Advance approval of the Superintendent will be re­
quired for all of these activities. Reasonable expenses are considered as 
$50/day for meals and the actual hotel/ motel expenses for lodging. 
C. Teachers require,d in the course of their work to drive personal au­
tomobiles shall be reimbursed at the current IRS rate. 
D. Deductions shall be permitted for NYSUT VOTE/COPE. 
ARTICLE XVIII - SALARY SCHEDULE CONDITIONS 
A. Pay periods shall be every other Friday, or as close thereto as prac­
tical. 
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B. Salaries shall be paid either on a ten month or twelve month basis. 
If on a twelve month basis, the July and August payments shall be included in 
the [mal check issued in" June. 
C. The District agrees to implement a payroll deduction plan whereby 
a unit member may direct the payment of money from each paycheck to be 
placed in a financial institution of the unit member's choice. The employee's 
election of this deduction may not be changed until the school year following 
the election. However, an employee may vary the amount of his/her deduction 
at any time. 
D. Enrollment in a Tax Sheltered Annuity shall be during the months 
of September to February. 
ARTICLE XIX - ATTENDANT SALARY PROVISIONS 
A. Each teacher shall be placed on step according to the current sala­
ry schedule. (See Appendix B) For the 2013-14 school year, all unit members 
shall remain on the same salary step as they were on in the 2012-13 school 
year. All unit members shall receive longevity, education based (for example, 
credit hours, masters, .and BAs), and other incentives as listed on Appendix B 
in replacement of any incentives listed on the previous Appendix B. All unit 
members will move up the longevity scale based on years of service in the dis­
trict. Effective July 1, 2014 unit members shall resume the annual acquisition 
of step. The salary, credits, and longevities shall be increased as reflected in 
Appendix B. Note for teaching assistants: As with teachers, an official tran­
script is required before the monies for credits can be paid. 
B. Compensation for unused sick days: A teacher who has 
been employed in the Roscoe Central School system for at least ten (10) years, 
and who is retiring under the provisions of the New York Teachers Retirement 
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System will receive an adjustment in salary at the end of the final year of ser­
vice for each unused sick day accumulated in the Roscoe Central School Sys­
tem up to a maximum of 225 days. This adjustment will be computed at the 
rate of 1/1000 of the final year of the base salary {defmed as step on salary 
schedule including longevity, credits and master's degree, but not extra­
curricular or stipend pay) of the teacher retiring times the number of unused 
sick days not exceeding 225 days. Employees intending to retire will notifY the 
District in writing by April 1st of the retirement year. 
C. Extra curricular activities .shall be paid accordirig to the attached 
extra curricular schedule. (See AppendiX C) 
D. Career increments shall be paid m accordance with Appendix A 
and are payable 'for years of service at Roscoe Central School only. Payment of 
longevity shall begin in September of the year in which the teacher is eligible. 
All amounts shall be cumulative and paid during the eligibility school fiscal 
years (beginning July 1 of each year as part of the yearly salaiy.) 
E. The guidance position is a ten (10) month position. Additional 
days will be worked within the following guidelines: 
1. Five (5) days within the two (2) week period immediately followirig 
the last weekof school. Compensation shall be 1/200 of the total salary 
per day. The actual days to be worked shall be chosen by the guidance 
counselor. 
2. Five (5) days within the two (2) week period prior to the com­
. . 
mencement of the school year. Compensation shall be 1/200 of the total 
salary per day. The actual days to be worked shall be chosen by the 
guidance counselor. 
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3. If additional days are needed (other than #1 and #2 above) the Dis­
.--........
 
trict may request the services and, if mutually agreed to, payment for. 
such days shall be 1/200 of their salary per day.. 
F'. Stipend for Covering/Losing Preparation Period 
A stipend for a teacher who loses a prep period for covering for another 
teacher during said prep period shall be paid at 1/ 1800th (1/9 times 
1/200) of teacher's sqlary, if the work is assigned by the Administration. 
G. Compensation for Committee on Special Education (CSE) Chair. 
When a bargaining unit member serves as Committee on Special Educa­
tion Chair during the summer months, compensation shall be paid at the 
per diem rate of 1/200th of the unit member's teaching salary for a work­
day equal in length to a regular teaching work day. During the regular 
school year, a stipend shall be paid for services as a Committee on Spe­
cial Education Chair. 
H. Retirement Incentive 
Any bargaining unit member who retires from District service in 2003-04 
pursuant to the Rules and Regulations of the New York State Teachers' 
Retirement System shall be eligible to receive a retirement incentive 
payment in the amount of $30,000. Any bargaining unit member who 
retires from District service in 2004-05 and 2005-06 pursuant to the 
Rules and Regulations of the New York State Teachers' Retirement Sys-. 
tern shall be eligible to receive a retirement incentive payment in the 
. amount of $20,000. 
In order to be eligible for the incentive, the unit member must submit to 
the District in writing, a notice of intent to retire by January 15 prior to 
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the year of retirement. Additionally, the unit member must submit to the
 
District, in writing; a commitment to retire no later than one year prior to
 
the retirement date which must be on June 30.
 
This provision shall expire on June 30, 2006.
 
Notwithstanding any other provision in the Agreement, and in lieu there­

of, the District will offer an incentive to an individual eligible to retire
 
from the New York State Teachers' Retirement System, without penalty.
 
Such incentive-shall be health insurance contributions for the employee
 
at the percentage rate which the employee was receiving at the time of re­

tirement (i.e.: District contribution of ~4.75%/employeecontribution of
 
5.25% in 2006-2007). For individuals who are eligible for a buy-out, the
 
incentive would be for $35,000.00 for the year of eligibility only. Unit
 
members must submit to the District in writing an irrevocable letter of
 
resignation, with intent to retire, by January 15th in the year of retire­

ment. This provision will sunset becoming null and void in all regards
 
effective close of business June 30, 2010.
 
ARTICLE XX
 
MENTOR-INTERN PROGRAM
 
A. The mentor shall provide a minimum of 25 hours of assistance to 
the intern assigned to him/her. .The mentor shall meet with the intern 
for one hour per week for the fIrst ten weeks of the school year and two 
times per month for the remainder of the school year. Should the mentor 
and intern agree that additional time would be benefIcial, the mentor 
shall not refuse to provid~ a reasonable amount of additional time. The 
mentor shall be responsible for filling out a work sheet provided by the 
District for actual time worked in order to receive payment. 
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B. The mentor teacher shall receive a stipend of $1,000 per intern 
mentored for the 2006-07 school year. The stipend shall be increased by 
4% in each of the following years. It is the intent that the mentor be 
paired with one new teacher, however, if there is a lack of mentors, a 
mentor may volunteer to mentor two new teachers.­
c. Teachers employed by the District who are interested in serving as 
a mentor shall submit a letter of interest to the superintendent by June 
1st. A list will be compiled. The selection of mentors and their pairings 
shall be made from this list. The Superintendent or his/her designee 
and the RTA President or his/her designee shall mutually agree upon the 
choice of mentors and their pairings. 
D. It is preferred that a teacher serve as a mentor for no more than 
two consecutive years. 
E. Interns shall be those unit members who are in their fIrst year of 
employment with the District. While it is not the intention of the patties 
to require that an intern be part of the mentoring program, and while it 
may not become a condition of employment, the partiesmu~al1yagree 
to strongly recommend and encourage participation in this program. 
F. No part of this program shall be used in determining the future
 
employment status of an intern.
 
G. An intern's decision not to participate in this program shall not be 
.used in the District's determination to continue a unit member's em­
ployment nor the granting or denial of tenure. 
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H. Information shared between the mentor and the new teacher shall 
remaj.n confidential; provided, however, that the mentor shall be ex­
pected to share information consistent with that permissible under 
Commissioner's Regulations to assure the health and safety of students 
and others in the school environment. 
1. Mentors should possess these qualifications: 
9 . Desire to participate 
iii Knowledge of District policies / expectations 
~ Knowledge of the subject area of the new teacher 
@ Knowledge of pedagogical skills 
9 Tenured 
<!l Employed by the District for a minimum of four years 
.. Maintain a high level of confidentiality 
.. Model professional qualities for the new teacher 
.. Friendly and approachable 
Q Preferably with permanent certification in the same area of certificate 
.title as the intern. 
J. Suggested topicspf mentoring: 
.. Review of District policies and procedures 
<B Review of student and teacher handbook 
.. Review discipline protocols 
.. Develop homework guideliiles and policies 
.. Grading 
t9 Report card and progress report procedures 
.. Review student folders 
.. Special education procedures arid protocols 
.. Prepare behavior management system 
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Cit Substitute plans
 
~ Open House preparation
 
o Parent Conference preparation 
ARTICLE XXI
 
MAINTENANCE OF STANDARDS (ZIPPER CLAUSE
 
A. The duties of any teacher or the responsibilities of any position in 
the bargaining unit will not be substantially altered or increased without prior 
consultation with the Association President. 
B. Terms and conditions of employment may not be changed except 
by mutual agreement. New terms and conditions of employment shall be nego­
tiated with the Association as required by PERB. 
C. For the purposes of arbitral review, terms and conditions of em­
ployment shall be c0I?-sidered those recognized by the Court of Appeals or 
PERB. The arbitration shall be without power to fInd subjects to be terms and 
conditions of employment where precedent referred to above is to the contrary. 
D. The Association agrees that all negotiable items have been dis­
cussed during the negotiations leading to this agreement and agrees that nego­
tiations will not be reopened on any item contained herein during the life of 
this agreement unless mutually agreed. 
E. All terms of this Agreement shall apply to teaching assistants ex­
cept as otherwise indicated: 
ARTICLE XXII - SAVINGS CLAUSE 
A. If any part of this Agreement is declared invalid by a court of com~ 
. petent jurisdiction or by the determination of an authorized governmental 
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agency, and such decision shall have become final, the invalidity shall relate 
only to the specific provision declru;ed invalid and shall not affect any other 
provision of this agreement. 
ARTICLE XXIII - MANAGEMENT RIGHTS 
A. The Association recognizes that the Board has the power and duty 
for the superitendence, direction, management and control of the educational 
and fiscal affairs of the District, physical properties of the District and profes­
sional staff pursuant to the rights guaranteed to the employees in the Public 
Employees Fair Employment Act (Chapter 392 of the laws of 1967 of New York 
State). The Board shall have the rights, powers, functions, privileges and au­
thority that it possessed prior to entering into this agreement with the Associa­
tion, excepting such as are relinquished by the terms of this Agreement. 
DURATION OF AGREEMENT 
This Agreement will be of three (3) year duration commencing July 1, 
2014 and will terminate June 30,2017. 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF 
THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS IM:­
PLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE ADDI­
TIONAL FUNDS THEREFORE, SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
BOARD OF EDUCATION OF THE ROSCOE TEACHERS' ASSOCIATION 
ROSCOE CENT~ISTRICT 
~~,7~ 'SU~NDENT 
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APPENDIXA
 
Roscoe Central School
 
Annual Professional Performance Review (APPR) Plan
 
Pursuant to Education Law §3012-c each teacher must receive an APPR resulting in a single 
composite effectiveness score and a rating of "highly effective," "effective," "developing," or 
"ineffective." The composite score will be determined as follows:· 
I.	 20 percent student growth on state assessments or a comparable measure of stu­
dent growth (25 percent upon implementation of a value-added growth mode) 
II.	 20 percent other locally selected measure of student achievement that are deter­
mined to be rigorous and comparable across classrooms (15 percent following im­
.plementation of a value-added model), which are to be developed locally through 
collective bargaining; and 
III.	 60 percent based on multiple measure of effective teaching practice aligned with 
the state's teaching standards. The measures are to be established locally through 
collective ba rgaining. 
A committee made up of admin istration, as well as teachers selected by the RTA, will meet as 
appropriate to review and revise the APPR plan prior to resubmission to State Ed. 
I.	 State 20%
 
(See attached form "Student Learning Objective")
 
Some teachers will receive a score provided by NYSED, and this score will be utilized 
whenever it is available for an individual teacher. Teachers not receiving a state 
provided growth score will be assessing student growth based on pre-test and 
summative post assessment data through the creation of Student Learning Objec­
tives (SLOs). Using the baseline data from the pre-assessments, teacher and princi­
pals will set individualized student growth targets based on the baseline student 
assessment data. Teachers will receive a HEDI score based on the percentage of 
students that met the established individual student growth targets. 
HEDI CONVERSTION CHART FOR ASSIGNING POINTS
 
BASED ON SLO TARGETS (20 POINT CHART)
 
Ineffective Developing Effective Highly Effective 
2 points: 50% - 64% 8 pointS: 73% - 74% met 17 points: 83% - 84% 20 points: 96% - 100% 
met target target met target IT)et target 
1 point: 43% - 49% met 7 points: 71% - 72% met 16 points: 82% met 19 points: 91% - 95% 
target target target met target 
o points: 42% or less 6 points: 69% - 70% met 15 points: 81% met 18 points: 85% - 90% 
met target target target met target 
5 points: 67% - 68% 14 points: 80% met 
met target target 
4 points: 66% met tar­ 13 points: 79% met 
get target 
3 points: 65% met tar­ 12 points: 78% met 
get target 
11 points: 77% met 
target 
10 points: 76% met· 
target 
9 points: 75% met tar­
get .. 
I I 
II. Local 20% 
A school-wide measure of student growth or achievement based on a state­
approved 3rd party developed assessment that is rigorous and comparable across 
classrooms will be used. Roscoe CSD will be using school-wide results on NWEA 
Measure of Academic Progress in EtA and MATH to calculate this measure. Roscoe 
CSO's analysis will be conducted using the Value Added Research Center (VARC) on 
NWEA's Measures of Academic Progress assessment. 
Ill. Other Measures of Teacher Effectiveness 60% 
IV. 
(See attached form "Teacher Evaluation Rubric-Kim Marshall-Revised August 31, 
2011") 
60% of the composite effectiveness score is based on other measures of teacher ef­
fectiveness consistent with standards prescribed by the Commissioner in regulation. 
The Kim Marshall-Revised August 31, 2011, Teacher Evaluation Rubric (2011) will be 
used to evaluate classroom teachers. That rubric is included in the appendix. 
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In order to support continuous p~ofessiona( growth, classroom observations are es­
sential. These observations will provide the evaluator with the data to assist in 
completing the Marshall Rubric. The observation procedure is described in Article X. 
Evaluators may use evidence collected during all observations to complete the Kim 
.Marshall-Revised August 31,2011, Teacher Evaluation Rubric and additionally: 
!it evidence of student development and performance through structured reviews 
of student work and/or artifacts of teacher practice using portfolios or evidence' 
binders (when available); 
4» evidence that the teacher develops effective relationships with students, par­
ents, and relevant stakeholders to maximize student growth, development, and 
learning through the use of feedback from students and parents; and 
& evidence that the teacher sets informed professional growth goals and strives 
I 
for continuous professional growth as demonstrated through teacher self-
reflections and teacher progress on professional growth goals. 
On the Marshall Rubric every element within a domain will be scored. All of the 
points awarded in the multiple measures of effectiveness score (60 points) will 
come directly from the observation process and the collabofSitive review of the evi­
dence provided to the evaluator by the teacher. The following process will be used 
. to calculate the number of points awarded for each domain: Highly Effective indica­
tors will receive 4 points, Effective indicators will receive 3 points, Improvement 
Necessary indicators (Developing) will receive 2 points, Does Not Meet Standard in­
dicators (Ineffective) will receive 1 point. 
Each domain will receive a score based on the total number of points divided by the 
number of elements within each domain (10). The six domain scores will be aver­
aged to determine the overall rating.. 
The distribution of the 60 points will be determined using the Rubric Score to Sub':'Component 
Conversion -which is summarized in the following chart: 
Level Overall Rubric Average Score 60 Point Distribution for Composite 
Ineffective 1-1.4 0-49 . 
50-56 -
57-58 
59-60 
Developing 15-2.4 
Effective 2.5-3.4 
Highly Effective 3.5-4 
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Rubric Score to Sub-Component Conversion Chart 
Total Average 
Rubric Score 
Conversion sco~ 
for Composite 
INEFFECTIVE 0-49 
1.000 0 
1.008 1 
1.017 2 
'1.025 - 3 
1.033 4 
1,042 5 
1.050 6 
1.058 7 
1.067 8 
1.075 9 
1.083 10 
1.092 11 
1.100 12 
1.108 13 
1.115 14 
1.123 15 
1.131 16 
1.138 17 
1.146 18 
1.154 19 
1.162 20 
1.169 21 
1.177 22 
1.185 23 
1.192 24 
1.200 25 
1.208 26 
1.217 27 
1.225 28 
1.233 29 
1.242 30 
1.250 31 
1.258 32 
1.267 33 
1.275 34 
1.283 35 
1.292 36 
1300 37 
1.308 38 
1317 39 
1.325 40 
1.333 41 
1.342 42 
1.350 43 
1358 44 
1.367 45 
46
 
1.375 46
 
1.383 47
 
1.392 48
 
1.400 49
 
DEVELOPING 50-56
 
1.5 50
 
1.6 51
 
51
1.7 
52
1.8 
1.9 52
 
2
 53
 
2.1 54
 
2.2 55
 
56
2.3 
56
 
EFFECTIVE 57-58
 
2-5
 
2.4 
57
 
2.6 57
 
2.7 57
 
57
2.8 
57
 
3
 
2.9 
58
 
3.1 58
 
58
3.2 
58.3.3 . 
58
 
HIGHLY EFFECTIVE 59-60
 
3.4 
59
3.5 
3.6 59
 
3.7 59
 
3.8 60
 
60
 
4
 
3.9 
60
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An example illustrating the scoring process for the Kim Marshall Rubric is shown below: 
Kim Marshall Teacher Rubric Scoring Example 
Assessment of Teacher Effectiveness Domain 
Domain Score Based on Average 
of Criteria Scores 
Domain 1 
A. Planning and Preparation of Learning 
(10 criteria) 
3.4 
Domain 2 
B. Classroom Management· 
(10 criteria) 
3.5 
Domain 3 
C. Delivery of Instruction 
(10 criteria) 
3.7 
Domain 4 
D. Monitoring, Assessment, and Follow-up 
(10 criteria) 
3 
-
Domain 5 
E. Family and Community Outreach 
(10 criteria) 
2.9 
Domain 6 
F. Professional Responsibilities 
(10 criteria) 
3.6 
Total Rubric Score/6 20.1/ 6 =3.35 
HEDI Rating for Overall Marshall Rubric 
(circle one) 
Highly Effective 
Effective 
Developing 
Ineffective 
Sub-Component Score 
58 
Per SED regulations, rounding may not be used to moJe from one HEDI category to another. 
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V.	 Appeals Process 
(See attached form "Effectiveness Rating Appeal Form") 
The following procedures are the exclusive means for initiating, reviewing, and resolving any and 
all challenges and appeals related to a teacher's APPR: 
1)	 A teacher who receives a rating of "ineffective" may appeal his/her APPR. Ratings of "devel­
oping," "effective," or "highly effective" cannot be appealed. 
2)	 A teacher may appeal only the substance of his/her APPR, the school district's adherence to 
standards and methodologies required for such reviews, adherence to applicable regulations 
of the commissioner of education, and compliance with the procedures for the conduct of 
performance reviews set forth in the APPR Plan. Teachers may not appeal a TIP. 
3)	 A teacher may not file multiple appeals regarding the same performance review. All grounds 
for appealing a particular performance review must be raised within the same appeal. Any· 
grounds not raised at the time the appeal·is filed shall be deemed waived. 
4)	 Appeals concerning a teacher's performance review must be filed no later than ten (10) days 
of the date when the teacher receives it. This proc;ess must be timely and expeditious. 
5)	 A teacher wishing to initiate an appeal must submit, in writing, to the Superintendent or 
his/her designee, a detailed description of the precise point of disagreement over his or her 
performance review, along with any and all additional documents or written materials t~at 
he/she believes are relevant to the resolution ofthe appeal. Any such additfonal information 
not submitted at the time the appeal is filed shall not be considered in the deliberations re­
lated to the resolution of the appeal. 
6) . Under this appeals process the teacher bears the burden of proving by substantial evidence 
the merits of his/her appeal. 
7)	 The Superintendent or his/her designee shall issue a written decision on the merits of the 
appeal no later than twenty (20) days from the date when the teacher filed his/her appeal. 
This process will be timely and expeditious. 
8) The decision of the Superintendent or his/her designee shall be final arid an appeal shall be 
deemed completed upon the issuance ofthat decision. The decision ofthe Superintendent 
or his/her designee shall not be subject to any further appeal. . 
Further Explanation: The responsible party will handle every stage of the appeals process in a 
timely and expeditious manner. Teachers wishing to initiate an appeal must completethe 
IlAPPR Ratings Appeal Form" and submit it to the principal. The form will first go the principal 
of the bUilding for review. If the Principal agrees that an error was made, the changes will be 
made immediately. If the Principal disagrees with the documentation provided, he/she will 
let the individual know of the decision and the teacher will then have the right to send the 
same documentation and form to the Superintendent and a representative of the RTA (cho­
sen by the RTA) for review. The Superintendent, or his/her designee, witl review the docu­
mentation provided and have the right to make the changes to the teacher's score. The 
Superintendent shall confer with the representative of the RTA (chosen by the RTA) and may 
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confer with the Sullivan County BOCES Superintendent. If the Sullivan County BOCES Superin­
tendent disagrees with the teacher's documentation, orfinds thatthe documentation does 
not prove the information inaccurate in the evaluation, he/she may deny the appeal. This 
entire process will be completed within 30 days from the teacher's receipt of his/her rating. 
In this case, the teacher will have the right to add a response to his/her file which will be 
kept with the APPR in the teacher's personnel file. 
VI.	 Teacher Improvement Plans 
(See attached form "Teacher Improvement Plan") 
Each staff member who has been identified through the APPR as having a rating of develop­
.-ing or ineffective, shall work collaboratively with administration to develop a Teacher Im­
provement Plan (TIP) prior to the start of the succeeding school year, or within 30 days of 
receiving the overall APPR rating. All TIP plans will include: 1) identification of needed areas 
of improvement; 2) a timeline for achieving improvement; 3) the manner in which the im­
provement will be assessed, and where appropriate,A) differentiated activities to support a 
teacher's improvement in those areas. Such activities may include but are not limited to 
workshops, in-service training, mentoring, and observing other teachers both within and 
outside of the district, etc.; 5) a list of activities and/or meetings that administration will par­
ticipate in with the teacher for the purpose of monitoring and supporting improvement. 
Forms attached as part of Appendix A 
1. Kim Marshall Teacher Evaluation - Revised August 31,2011 (Teacher) 
2. Mini Observation Form 
3. Kim Marshall Counselor/Social Worker Evaluation Rubric 
4. Student Learning Objective 
5. Effectiveness Rating Appeal Form 
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APPENDIX B 
....... -, ,.- "," ,-,. ,- ,.
 
SALARY SCHEDULE 
$ ' s.~0 .. :..~ 5.1.5 ..~ 3.55 
2014-2015... :... ?!?15-2016 2016-2017 
..... 
BA 
1 45,719; 46,234 46,589 
2 46,942 47,457: 47,812 
3 .48,172 .. 48,687 49,042 
4 49,394 49,909 50,264 
5 50,623 51,138 51,493 
6 ;JV3,,!:(j . .S2,}61 ... 5. 2 ,7115 
7 
. ?:3,97.?: .... 5:3,5.87 S:?,.~.42. 
8 .?L\i2.~?: . .54.,!3~2 ,. ... 5. 5 ,1.6.7 
9 
............ 
10 
..................... 
??(.5.f?' . 
. . 56(7.~8: .. 
?E>r.()40 
. ?~r.263.: 
. 
.. 56,395 
57,618 
11 58,869: 59,384' 59,739 
12 69,112: 60,62? 6Q,982 
13. 61,360 61,875 62,230 
14 62,600 63,115 63,470 . 
15 63,850 64,365 64,720 
1'6 65,090; 65,605 65,960 
17 ()6,?;39 
.. " .... ,(){),8.?L\. ..61,2.()~. 
18 
. .]0,006 : ..... 7(),5?~ ?9,~7Ei 
MA 
. ... ..........•..
 
1 4:6,9.?3.: ..4?/4:4.~. ...'77 ,1303 
2 48,156: 48/671 49,026 
3 49,386 49,901 50,256 
4' 50,608! 51,123 . 51,478 
5 51/837: 52,352 52/797 
6 53,060 53,575 53,930 
7 54,28'6: 54,801 55/156 
8 ?5,.s.n: ?()/l?6 _5()(3..8..1. 
9 ,,?'(j,!:39..: .??,254 . . 5.7,6.99 
10 .. ?7,.9.Ei.2' 5.~,4:7?' . 5.13,832. 
............... 1.~ ....." 60,.Cl!3:3' ""E).Qr.:5.9.13. . 60/953 
12 ?~(3.?E>i. ....~.~/13.41. . , ..6?/19.~ .
'13".... 62/574: 63,089. 63,444 
14 63/81+ 64,329· 64,684' 
15 65,064: 65,579 65,934 
16 66,304) .66,819 67,174 
17 67,553: 68,068 68,423 
18 71,220; 71/735' 72/090 
' -
" !~~~!t.iI19:A.:s~~ : . 
. Base 
. ", . 
20/871:
.. ..~~/:3.13E>: .. ...... 2. 1,74:1 23;129: 23/644' 23,999 
.25,388: 25,903 26,258 
Ass. Degree : 
22,37L 22/886 23,241 
24,629!. 25,144 25,499 
.. PI.8.7.:3.; 2.8.,:388... ..2.13,74:3 
.............
 
.. ..B.A...~.W.~.e. ..L 
... ?3,871 .2.4,:3.13?· .. ..2.4 /?41. 
. 26(129 .. ?6,64:4 26,999 
29/115· 29,630 29/985 
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Lon!:je."ity 
2014-2015 2015-2016 2016-2017 
., .... 
Teacher 
$1,168 $1,168 $1,168 
15 $4,?1~ 
10 
$4,710 
" 
PZ~.O. 
20 
.... 
$4,295. $5,045; $5,795 
$5,128 $5,878. $6,6282.5 
30. $tJ~963 $~,963 $4,963 
Tch Asst 
10 $1,250 $1,500 : $1,750 
15 $1,750 $2,000. $2,250 
. .: 
20 $2,375 $2,750 $3,125 
25 $2,500 $2,500· $2,500 
... 
30 $3,000 $3,000 $3,000 
CREDITS· 
$88 $91Teacher $85 
TA $20 $25 $30 
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Under 30 Year Longevity for Teaching Assistant (Appendix B -Salary Schedule) 
add the following: 
9areer increments shall be paid in accordance with the above schedules and 
are payable for years of service at Roscoe Central School only. EmploYyes 
whose eligibility date is the months of September, October, November, Decem­
ber or January shall be paid the career increments as of September 1. Employ­
ees whose eligibility date is in the months of February, March, April, Mayor 
June shall be paid the career increments as of February 1. All amounts shall 
be cumulative and paid during the. eligibiliry school fiscal year (beginning July 
1 of each year) as part of the yearly salary. 
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APPENDIX C
 
INTERSCHOLASTIC AI\JD EXTRA CURRICULAR
 
COACHING SCHEDULE
 
1.50% 1.50% 1.50% 
Positions 2014-2015 2015-2016 2016-2017 
Varsity Football 4,424 4,491 4,558 
1st Assistant Football 3,491 3,543 3,596 
2nd Assistant Football (Meditied) 3,291 3,340 3,390 
Varsity Soccer 4,184 4,247 4,310 
Assistant Soccer (JV, Medified) 3,007 3,053 3,098 
Varsity Basketball 4,798 4,870 4,943 
JV Basketball 3,939 3,998 4,058 
Medified Basketball 3,457 3,509 3,562 
Varsity Baseball 4,048 4,109 4,170 
Assistant Baseball (JV, Medi1ied) 2,981 3,026 3,071 
Varsity Sollball 4,048 4,109 4,170 
Assistant Softball (JV, Medified) 2,981 3,026 3,071 
Varsity Track 4,048 4,109 4,170 
Assistant Track 2,859 2,902 2,946 
Cross Country 3,268 3,317 3,367 
Golf 2,484 2,521 2,559 
Assistant Golf 1,654 1,679 1,704 
Assistant Cross Counlry 1,282 1,301 1,321 
Indoo(Track 1,264 1,283 1,302 
Cheerleading Foolball 1,781 1,808 1,835 
Cheer1eading Basketball 2,464 2,501 2,539 
Athlelic Director 3,242 3,290 3,340 
Pep Band 885 898 912 
Adult Recreation* 14.73 14.95 15.17 
TimeKeeper ** 74.07 75.19 76.31 
Shot Clock'* 52.91 53.71 54.51 
Ticket SalilS** 66.12 67.11 68.12 
Scorekeeper home** 74.07 75.19 76.31 
Scorekeeper <NIay** 92.60 93.99 95.40 
Saturday Gy m' 19.84 20.14 20.44 
*Per hour / **Per Event 
When a coach is appointed to two positions in a sport, where the second position is incaporalEd by time and schedule with 
the first the coach. will receive one-ha/f (1/2) of lhe IONer pay ing position in addition to lhe higher paying schedule. 
For clarification purposes with respect to shot clock operators, time keepers and scorekeepers (home and aw ay) at basketball games, an •ev enr is defined 
as competition where two (2) games are played. For all two (2) game evenls, the full contractual 'per evenr stipend will be paid. On the rare occasions 
when lhere are fewer than or more th1lllwo (2) games played, the person will be pad 'per game'. The 'per game' rate will be 1/2 tie 'per evenr stipend. 
if there are tlree (3) or more games played, and the same person works all tlree games, the rate will be 1/2lhe 'per evenr rate multiplied by the number of 
games. 
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APPENDIXC
 
INTERSCHOLASTIC AND EXTRA CURRICULAR
 
ACTIVITY ADVISOR STIPEND SCHEDULE
 
Position 
Sr, Class Advisor 
Jr. Class Advisor 
Grade 10 Advisor 
Grade 9 Advisor 
Grade 8 Advisor 
Grade 7 Advisor 
Music Activities Director 
Drama 
Fest Arts Coordinator 
Student Council Advisor 
Yearbook 
Assistant Yearbook 
Audio-Visual Coordinator 
Gifted/Talented Coord. 
Ski Club Advisor 
Music Drama Director 
Music Drama Assist. 
Club Advisor 
Dea n of Students 
Senior Quiz Bowl 
Junior Quiz Bowl 
Senior Honor society 
Junior Honor Society 
SCll Sr. 
SCiUr. 
Dention Monitor* 
CSE meetings after school* 
Chaperone* 
HomeTutor* 
Committee on Special Ed. Chair 
Homework Club* 
Afterschool Support* 
Teacher Mentor 
Summer Program Work* 
RAP-STAR Advisor 
*Per Hour 
3.00% 
2014-2015 
1,765 
1,765 
847 
847 
671 
672 
1,342 
1,141 
940 
1,342 
3,429 
1,409 
1,846 
1,208 
604+63/trip 
1,141 
570 
605 
3,957 
1,074 
1,075 
1,140 
863 
1,611 
1,075 
42.95 
46.27 
20.14 
48.33 
3,290 
43.29 
43.29 
1,203 
45.40 
605 
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3.00% 3.00% 
2015-2016 2016-2017 
1,818 1,873 
1,818 1,873 
872 898 
872 898 
692 712 
692 712 
1,382 1,423 
1,175 1,210 
968 997 
1,382 1,423 
3,531 3,637 
1,451 1,495 
1,902 1,959 
1,244 1,282 
622+65/trip 641+67/trip 
1,175 1,210 . 
587 605 
623 642 
4,075 4,198 
1,107 1,140 
1,107 1,140 
1,174 1,209 
889 915 
1,659 1,709 
1,107 1,140 
44.24 45.57 
47.66 49.09 
20.74 21.36 
49.78 51.27 
3,388 3,490 
44.59 45.93 
44.59 45.93 
1,239 1,276 
46.77	 48.17 
623 642 
Side Letter 
Between the Superintendent of Schools and the Board of Education of the Ros­
coe Central School District, hereinafter referred to as "the District" and the 
Roscoe Teachers' Association, hereinafter referred to as "the Association" that 
there is an understanding-that under Article II (Definitions) of the 2006-2010 
Collective Bargaining Agreement between the parties, provides the District with 
the right to assign the positions of Athletic Director and Chairperson of the 
Committee on Special Education to administrative personneL 
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MEMORANDUM OF AGREEMENT 
BY AND BETWEEN THE SUPERINTENDENT OF SCHOOLS AND THE BOARD OF 
EDUCATION OF THE ROSCOE CENTRAL SCHOOL DISTRICT, hereinafter referred to as 'the 
District' and the ROSCOE TEACHERS ASSOCIATION hereinafter referred to as "the 
Associalion'; 
Whereby, the parties agree 10 clarify the inlent of the retirement incentive as outlined in 
item No. 15 in the lour year successor agreement (2006-2010) executed by both parties on 
September 7,2006 and sched'uled to sunset effective close. of business 'June 3D, 2010; 
Whereas, a unit member is eligible to receive the incentive in his/her first year of eligibility 
to retire from the New York State Teachers' Retirement System, with or without penalty, and 
subject to the limitations ofthe September 7,2006 Memorandum of Agreement; 
Whereas, a unit member may apply for and receive the incentive without being subject to 
the restriclions set forth herein; 
Whereas, such unit member must submit to the District in writing an irrevocable leiter of 
resignation, with intent to retire, by January 151h in the year of retirement; and, 
Whereas, such unit member will be deemed eligible to retire, apply for retirement and be 
retired to receive the $35,000 health insurance bUyout or health insurance at retirement provided 
the unit member has reached the age of 55 and has 25 years of credited service. In addition, the 
un~ member must have completed a minimum of 15 years 01 service in the school district. 
So agreed this21 day of September,. 2006, SUbject to ratification by both parties_ 
The 0istrict: The Association 
B~~(;/k~ B~i1~~. 
Date: Date:i Vl~t . qjz fir) 10 
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MEMORANDUM OF AGREEMENT 
BY AND BETWEEN THE SUPERINTENDENT OF SCHOOLS AND THE BOARD OF 
EDUCATION OF THE ROSCOE CENTRAL SCHOOL DISTRJCT, hereinafter referred to as "the 
District" and the ROSCOE TEACHERS ASSOCIATION hereinafter referred to as "the 
Association"; 
Whereby, the parties agree 10 clarity the intent of the retiree health insurance provision as
 
outlined in item No_ 35 in the four year successor agreement (2006-2010) executed by both parties
 
on September 7, 2006;
 
Whereas, tRe Union and the Association have agreed to increase the District funding of 
-health insurance premiums for unit members who retire on or after June 3D, 2007; and 
Whereas, the District contribution towards individual and dependent health premiums is 
based upon years of service in the District; and 
Whereas, unit members who have 10 fa 15 years of such service shall be entitled to a 
District contribution of 50% towards individual coverage and 35% towards dependent coverage; 
and 
Whereas,unil members who have 16 to 20 years of such service shall be entilled to a 
District contribution of 60% towards individual coverage and 50% towards dependent coverage; 
and 
Whereas, unit members who have 21 or more years of such service shall be entitled to a 
District contribution of 70% towards individual coverage and 50% towards dependent coverage; i 
I 
and, I 
i 
51 
l
! 
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Whereas, the parties agree that the District contribution towards dependent 
coverage shall be based upon paying the percentage indicated towards the cos~ of 
individual coverage and, for the family coverage portion, the District shall contribute the 
dollar amount equal to the District's percentage contribution towards the difference in cost 
between afamily and an individual coverage; and 
Whereas, notwithstanding the above, should a retiree, who at the lime of retirement, is 
eligible for health insurance coverage through the District as per the above; and 
Whereas such retiree declines such coverage due 10 the proof of alternate insura~ce; and 
Whereas, shollid such.retiree have a qualifying ~vent whereby such retiree is no 
longer covered under-Ihe alternate insurance; and, 
. Whereas, such reliree shall be entitled to re-enter the District's plan at the District 
funding revel to which he/she would have been entitled to had he/she partielpated in the 
District's health plan at all times sim:e retirement. 
So agreed thisa day of September, 2006, subject to ratification by both parties. 
The District: The Association 
Bd~~
 
Date: 1/ZJ{ /tJ 10 
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__ Roscoe Central School Distria
 
, 
~ 
' 
Summative Evaluation for School Counselor/Social Worker 
Date of Evaluation: o~ 
School: 
I PLANNING AND PREPARATION 
Crite'ria 
a. Knowledge of counseling 
. theory and techniques 
b. Knowledge of child and
 
adolescent development
 
c. Regulations and resources 
.,	 d. Planning the counseling 
program 
e. Evaluating counseling
 
program
 
f. Managing routines and
 
procedures
 
Demonstrates deep and
 
thorough understanding of
 
counseling theory and
 
techniques.
 
Displays accurate knowledge of 
the typical developmental 
characteristics of the age group 
and of the exceptions to the 
general pattems; understands 
the extent to which indiVidual 
students follow the general 
pattems. 
Displays extensive awareness of 
. government regulations and of 
resources for students, including 
those available through the 
school,district and community. 
Provides highly coherent input in 
planning the counseling program 
that supports not only the 
individual stUdents, but also the 
broader educational programs. 
Provides highly sophisticated 
, input into evaluation plan 
supported by imaginative 
sources of evidence with a clear 
path towards improving the 
program on an ongoing basis. 
Has clearly articulated, seamless 
routines for the gUidance office 
and the classroom. 
! 
~-.==~:._, ... f~Lt~~J!I==--=":'-~C~:. -':Ilg~JY Ef!~~tiv~ ':'~·-::'-===·::-~!.~cti~=-=:==:::=::::C=:::'}ii~I"!.~!!Y"'!f~~i~ = :·'::--:==:_:=II1~lI~:illv.:~:-=::=:-::::, 
i~~'~e~~~~~~~;~;;~;:;-'-----;Estab"~h~~-r~;~~~-a nd ra~-~~~--'; :H;~- ~~~tl~~-~~d;~'spe~~I----: Has-~me positive a~-neg.;tl~~~·-H;;;'~;;~-~~~eint;;~~~i~;._, 
with all students so that they interactions with students to with students. Is partially 
seek out the counselor, cultivate comfort and trust in the successful in encouraging 
reflecting a high degree of student- counselor relationship. positive interactions among 
comfort and trust in the student- Promotes positive student students. 
.., 
, b. Assessing students needs 
c. Long range planning with 
, students 
d. Problem-solving 
"	 ._" - .. '",.. ,-. ­
. E;lf.~c!i~~_ _ -.' :f4inil11,~~i~.t'f.~ft=f"~ 
Demonstrates understanding of Demonstrates basic understandi 
counseling theory and ng of counseling theory and 
techniques. techniques. 
Enter Notes 
Displays accurate knowledge of Displays partial knowledge of
 
the typical developmental child and adolescent
 
. characteristics of the age group development. 
as well as exceptions to the 
general patterns. 
Enter Notes 
, Displays awareness of Displays awareness of 
government regulations and of govemment regulations and of 
resources for students available resources for students available 
! through the school and district, through the school or district, 
, with some familiarity with but has no knowledge of 
resources external to the resources extemal to the 
: school. school. 
Enter Notes 
Provides input in planning the Provides input in planning the 
counseling program that . counseling program that 
includes the important aspects includes a number of worthwhile 
. of counseling in the setting.	 activities, but some of them 
don't fit broader goals. 
Enter Notes 
Provides clear, organized input Provides rudimentary input into 
into evaluation plan supported evaluation plan Without 
by evidence to indicate the supporting evidence that lacks 
degree to which the goals have clear goals or suggestions for 
been met. improvement. 
Enter Notes 
Has effective routines for the Has rudimentary or partially
 
gUidance office and the . successful routines for the
 
classroom. gUidance office or the
 
classroom. 
Enter Notes
 
Rubric Score:-O/O
 
counselor relationship. interactions among students.
 
Encourages students to engage
 
In positive interactions.
 
.........._--------,----­
Conducts detailed assessments 
of student needs and knows the 
, range of the student needs in 
" the school to contribute to 
program planning. 
Helps individual students 
formulate academic and career 
. plans based on knowledge of 
student needs. 
Demonstrates strong problem­
solVing skills and provIdes 
meaningful knowledge and 
Enter Notes 
Conducts adequate assessments ' Conducts perfunctory 
of student needs and knows the . assessments of student needs 
range of the student needs to that may not support program 
support program planning. planning. 
E':I~err'l()te~ 
" Helps students formulate " Is partially successful in 
. academic and career plans. . attempts to help indiVidual
 
students formulate academic
 
and career plans.
 
E!1t~r.N()~~:' . n __ • _ 
Demonstrates clear understandi Demonstrates some ability to 
, ng of problem-solvi ng and problem-solve and assist 
proVides information and insight others. 
Demonstrates little 
understanding of counseling 
theory and techniques. 
Displays little or no knowledge 
of child and adolescent 
development. 
Displays little or no awareness 
of govemment regulations or of 
resources for students. 
Provides input in planning the 
counseling program that consists,' 
of a random collection of 
unrelated activities, lacking 
coherence or an overall 
structure. 
Provides no input into evaluation 
plan or resists suggestion that 
such an evaluation is important. 
Does not have routines for the 
guidance office or the classroom 
or routines are in disarray. 
with students that are negative 
. or inappropriate. Does not 
'. promote positive interactions 
" among students. 
Does not assess student needs 
or the assessments result in 
inaccurate conclusions. 
Develops academic and career 
. plans that are unrelated to 
: identified student needs. 
Has limited ability to solve 
problems or offer insight. 
assistance to others in problem­ to assist others in problem­
solving and conOict resolution. solVing. 
Enter Notes 
Responsiveness to Deals immediately and Responds successfully to student Is slow to respond to some Does not respond to student 
udents successfully with student concerns and makes students student concerns and sometimes concerns and makes students 
Counseling techniques 
Individual and group 
'unseling services 
Resources 
Consultation with school 
aff 
concems and makes students 
feel welcome at all times. 
Uses an extensive range of
 
counseling techniques to help
 
students acquire decision­

making and problem-solving
 
skills.
 
Provides high-Quality, age­
appropri ate activities and 
· services that foster intellectual, 
psychological and social 
, development. 
Brokers with other 
programs/agencies both within 
and beyond the school or district 
to 
meet individual student needs. 
Is proactive in providing faculty 
and staff with information 
regarding students. Frequently 
collaborates with 
.' faculty to advocate for students. 
FAMILY AND COMMUNITY OUTREACH 
·:.· ~~-~.£~~~~i~--·-'- .-'..ccc.c..:-. ~~'c'o-:-tl~g~li~~f!~f!jY~, .. 
Respect 
, Belief 
Communicating with 
Imilies 
• Involvement 
.: Communicates respectfully and 
proactively with parents; is 
• sensitive to diverse family and 
" community values and beliefs. 
· Demonstrates in-depth 
knowledge of each student to 
· parents and a strong belief the 
" student will meet or exceed 
standards. 
· Is proactive and resourceful in 
, providing thorough and accurate 
, information to families about the 
counseling program as a whole 
and about individual students. 
feel welcome.	 makes students feel
 
unwelcome.
 
Enter Notes 
Uses a range of counseling Displays a narrow range of 
techniques to help students counseling techniques to help 
acquire decision-maki ng and students acquire decision­
problem-solvi ng skills. making and problem-solvi ng 
skills. 
Enter Notes 
Provides age- appropriate	 Provides few appropriate 
. activities and services that activities and services that 
foster positive self-image, both foster positive image. 
in individual and group settings. 
.. E.n~e.r .I'l0tes . 
Brokers with other programs Is partially successful in 
within the school or district to brokering services with other 
meet individual student needs. progr<lms within the school to 
meet student needs. 
Ent~.r No.t!?i ._ 
Provides faculty and staff with Provides limited information 
information regarding student regarding students to faculty 
progress. Collaborates with and does not seek out their 
faculty to advocate for students . support. 
if needed. 
Enter Notes 
• . RUbri~$.c~i'~f:J>,/() 
-­ .. ­..-... ,.... ' .._-­
: Communicates respectfully with Is sometimes insensitive to 
:, parents; is sensitive to diverse family and community values 
.; family and community values and beliefs. 
and beliefs. 
Ellter f\I()te~ 
i Shows parents a genuine Expresses concern to parents 
, interest and belief in each about wanting the best for 
student's ability to reach students. 
standards. 
Enter Notes 
feel unwelcome. 
Has few counseling techniques 
to help studehts acquire decision 
-maki ng and problem-salvi ng 
skills. 
Relationships and activities with 
students are negative or 
inappropriate. 
. Does not make connections with 
other programs in order to meet 
student needs. 
.' Provides no information to and 
'. has little contact with faculty 
. regarding students. 
, Is insensitive to family and 
community values and beliefs• 
: Does not convey to parents any 
.. knowledge of individual students 
or concern for their future. 
. Frequently communicates with 
,j and involves parents in the process as it unfolds. '. suggestions on how parents can with parents regarding future 
: future planning process, '; help their children with future planning. 
:j problem solVing and resource i, planning. 
: identification. 
.. -_.__ --.- -_.-----_. __.--.-.-- ---_., '----- ,.. ..•.-._.- -- __ --._ _- .. 
--1;--.----------.------------- En!~r,~O!es- ..-------.r-------.------.------.I 
PrOVides accurate information to Provides limited though accurate .: Provides no information to 
families about the counseling information to families about the ,; families, either about the 
program as a whole and about counseling program as a whole :' counseling program as a whole, 
individual students. . and about individual students. '. Or about individual students. 
'_ __.._ _..__..__ _------.- _.--­ _.,-­ _.. ----_.. _-_.._---_ .. ---- . 
.__Ent~r ,~(lte_s 
Updates parents on the planning Sends home occasional Rarely, if ever, communicates 
• Responsiveness " Deals immediately and 
successfully with parentil concerns and makes parents 
!if':=I.~~~:~.~e.: . __. . 
-----------TG~~;~;;-;:~;;~-h·e;~i~l-f~~db~~k
· Reporting 
on student progress throughout 
the school year. 
" Responds successfully to parent Is slow to respond to some .i Does not respond to parent . 
concerns and makes parents parent concerns and sometimes . concems and makes parents 
feel welcome. Ii makes parents feel unwelcome. feel unwelcome. 
,'. _. ..,, ". __ ..__ . ,, __ .__ . __ _._._. __. L. .. __ __ .. .. __ . • __JI 
Enter Notes , 
- -rU~~~;r~;~~~~-;~;orts and'll Relie~-;;-;~~report cards to ---!f'Expects parents to deal-~ith----
ii report cards as opportunities to ,communicate with parents '. student progress and any areas 
" give parents feedback on . regarding student progress. that need Improvement. 
" student progress. 
Enter Notes 
• Outreach ., Is s~~~~~~iui-;~'~~-~~~~~;~;~d--{~~;~~~~~Iy~~~-t~'~~~-~~~I;-- :~~~esto contact most ~a;~-~~:---l~~akeslittle or no effort to 
. working with all parents, Ii parents, inclUding those who are ': but only reaches parents who :; contact parents. 
including those who are hard to :: hard to reach. : are easily and readily
 
reach. .... . ...,'- .._... _ ~_~cC~~~b_~~:_.________ ..___ .. . ._
 
'PROFESSIONAL RESPONSIBIlitIES' _ '.t!.§~~L~<ii;Ji' i ,:.... .' .',~.:=:_. __ ::_.:~·.~~~:.::2:~~~~~~.~. ___:~_:._:::~:?~~- -. __.. ~:. ~. ~ "._. -. H ',' ~"" ,,-~, --- •••• -'"", .~_____ __·:~J~,~~·~~;~·:~3~~ _-'-'- • .".'. -- ._. ._ ••• ...·~~~·~'h,~ 
cc==,~"=.£II~~I~- o:",,.c.c==J.lcic~_,-.JlJ!3!!!Y:I:f!f!g!~==c_,=~)=.:.:==:::==-~ffi~~~i '. _ __ ~!!1!~.i!IJY--'~f!..~g,I~~_ .. __ .. ;'. __ !!1_~!!~£~.!~~_..... . 
.l-·--·-····- .. --······~·······- ..- ..-...-.-.. -.- -.----------,---------.---------.--.-._,.---.----.--------------­
I. Attendance : Uses sick time responsibly. 'I Uses sick time responsibly. . Is sometimes irresponsible with :: Is irresponsible with sick time . 
: Consiste.ntly adheres to the 'f Usually adheres to the sick time and with the : and with the contractual hours of 
b. Reliability 
c. Professionalism 
. d. Judgment 
. e. Contribution 
f. Communication 
g. Openness 
h. Collaboration 
conuaetual hours of the school 
day. 
Carries out paperwork, duties 
and assignments conscientiously 
and punctually; prioritizes tasks; 
keeps meticulous records. 
Presents as a consummate 
professional in words. action and 
appearance; always observes 
appropriate boundaries. 
Is invariable ethical, hones and 
transparent. uses impeccable 
judgment and respects 
confidentiality., 
Frequently contributes valuable 
ideas and expertise to meetings 
and committees to further the 
school and district's mission. 
Informs the administration of 
any concerns and reaches out 
for help and suggestions when 
needed. 
Actively seeks out feedback and 
suggestions, and uses them to 
improve performance. 
Meets frequently with colleagues 
to plan, share and assess 
, ;~	 guidance curriculum and 
programming. 
i. Reflecting on practice Makes perceptive and accurate 
reflections on counseling 
contractual hours of the school contractual hours of the school 
day. day. 
Enter Notes 
Is punctual and reliable with Occasionally skips or is late with 
paperwork, duties and paperwork, duties and/or 
assignments; prioritizes tasks; assignments; sometimes makes 
keeps accurate records. errors in records. 
Enter Notes 
Demonstrates professional Is occasionally unprofessional in 
demeanor in words, action and words, action and/or 
appearance; maintains appearance; may violate 
appropriate boundaries. boundaries. 
Enter Notes 
Is ethical and transparent, uses , Sometimes uses questionable 
good judgment and maintains judgment, is less than 
confidentiality with students. completely forthright and/or 
disdoses confidential 
information. 
Enter Notes 
Contributes ideas and expertise Is reluctant to contribute to 
, to meetings and committees to meetings and committees, or 
support the school and district's contributes are minimally 
missions.	 helpful. 
Enter Notes 
Keeps the administration Is reluctant to share concerns 
informed about concerns and with the administration or to ask 
asks for help when it is needed. , for help. 
Enter Notes 
Ustens thoughtfully to other Is somewhat defenSive about 
viewpoints and responds criticism; listens to feedback and, 
constructively to suggestions suggestions but is resistant to 
, and criticism. change. 
Enter Notes 
Collaborates with colleagues Meets occasionally with 
p'lan, share and assess guidance colleagues to share ideas. 
curriculum and programming. 
Enter Notes 
Provides accurate and objective , Is moderately accurate and 
reflections on practice, citing objective in reflections on 
practice, dting specific examples ,specific positive and negative practice without citing specific 
of what was not successful for at :: characteristics. Makes some examples. Only makes global 
least some students, then draws 
on extensive repertoire to 
suggest alternative strategies. 
j. Professional development Actively pursues professional 
development opportunities and 
makes substantial contributions 
to the profession through 
diverse activities. 
, k. licensure Holds the necessary and current 
license and/or certification and 
has taken advanced graduate 
, courses in areas of specialty 
relevant to licensure. 
specific suggestions as to how suggestions as to how
 
counseling might be improved. counseling practice might be
 
improved.
 
Enter Notes 
: Seeks out opportunities for Umits partiCipation in 
professional development based professional development 
on assessment of individual activities to what is convenient 
needs. or reqUired. 
Enter Notes 
, Holds the necessary and current Holds waiver while working 
license and/or certification. ' towards licensure/certification. 
the school day. 
Frequerltly skips and is late with 
paperwork, duties and 
assignments; makes errors in 
records. 
Is unprofessional in words. 
action and appearance; violates 
boundaries. ' 
Acts in an ethically questionable 
manner, uses poor judgment 
and/or discusses confidential 
information. 
Does not contribute to meetings 
or committees. . 
Does not share concerns, or 
constantly complains and is not 
, open to help. 
Is very defensive about 
criticism; refuses to listen to 
feedback or suggestions; is 
resistant to change. 
Rarely meets with colleagues, 
and conversations lack 
educational substance. 
Does not reflect on counseling 
practice, or the reflections are 
inaccurate or self- serving. 
Does not participate in 
professional development 
activities, even when such 
activities are clearly needed for 
the development of counseling 
skills. 
Does not hold the necessary 
, license or has allowed license to 
expire. 
_ Roscoe Central School District 
Feedback Form for School Counselor/Social Worker 
~cher: 
Ie: 
te: 
~e: 
lat is going well? (Planning 8r. Preparation) 
lat is going well? (Counseling) 
nat is going well? (Family 8r. Community Outreach) 
hat is going well? (Professional Responsibilities) 
)ncerns (Planning 8r. Preparation) 
I 
'~-'->---- . ..1-_~_... .~----~_.~--_. ....-....._--~-----._--
Concerns (Family 8< Community Outreach) 
r-~='~"~~--">'-">"" ,">----~."._..>".-""." _..~. " •.----.••- ~ - -~ - •••.---- ~-.. , .•••..• ' _d.'~"=__=, "-------,,-,--,,••",-, ..••,.• ,•..- _._-_ " , 
I 
I 
!!-._--------~-,,-----~------~----_.. _------>-~---------' 
Concerns (Counseling) 
r ~-----_.-~_-_.~-_._--~--~_... ---'l 
II 
l------.-.. 
Concerns (Professional Responsibilities) c_. . • ......,,.....~ 
Next Step/s1--------------------,
 
What can I do to support? 
Teacher Improvement Plan 
ade/Subject Area: 
ad Evaluator: 
,presentative: 
ocedure:
 
on rating a teacher Developing or Ineffective (composite effectiveness score of 74 or less) through the annual professional performance review conducted pursuant in
 
:ordance with State regulations, the district shall formulate and commence the implementation of a TIP as soon as practicable but in no case later than thirty (30) days after
 
! date on which teacher received the overall APPR rating.
 
ENTIFICATION OF NEEDED AREAS OF IMPROVEMENT 
MELINE FOR ACHIEVING IMPROVEMENT 
\NNER IN WHICH IMPROVEMENT WILL BE ASSESSED 
IFFERENTIATED ACTIVrnES TO SUPPORT IMPROVEMENT PLAN 
)MINISTRATORS WILL MONITOR AND SUPPORT THE TEACHER'S IMPROVEMENT BY: 
ASSESSMENT OF PERFORMANCE 
r Met improvement goals 
,......... ...-.~ ...~, 
r Did not meet improvement goals 
~~__ol'" ._. ~....__~........ ~_.. ~ _.~ ~,~. _ 
Teacher Signature Date: 
Lead Evaluator: Date: 
Representative Signature: Date: 
~ Roscoe Central School District 
Mini Observation Feedback Form for Teaching Assistants 
lcher Assistant: 
S5: 
te: 
low Up 
lat is going well? 
ncerns 
00 Step/s 
'hat can I do to support? 
1'~-~'-~-~-'~'~-----"~-'~-<-~'-'---'~-~'--=-'~~-------,--~~..~~----_._.",-=~. --""'I 
: I
 
I
 I
 
I
 
I
 
I· 
f 
l-.--~~--~-----
The Teaching assistants acknowledgement indicates that he or she has seen and discussed the evaluation; it does not necessarily denote agreement with the report 
--
~ Roscoe Central School District 
Summative Evaluation Report 
...~,e: 
.••....1 
i>lanningand Preparation (Suinmatil'e) 
Knowledge 
Standards 
Units 
Assessments 
Anticipation 
Lessons 
Engagement 
Materials 
Differentiation 
__ . _._ •. __ . 
Environment 
, Expectations 
. Relationships 
:.:. '.":<-::_.. t.::;:-~::';.- .." 
.,~ __ J~!gh.!y_~!!!!.g!V_t!_ 
. Is expert in the subject area and 
up to date on authoritative 
research on child development 
and how students learn. 
Has a detailed plan for the year 
that is tightly aligned with high 
standards and external 
assessments. 
Plans all units embedding big 
ideas, essential questions, 
knowledge, and skill goals that 
cover all Bloom's levels. 
Prepares diagnostic, on-the­
spot, interim, and summative 
'. assessments to monitor student 
learning. 
Anticipates students' 
: misconceptions and confusions 
and develops multiple strategies 
,: to overcome them. 
Designs each lesson with clear, 
measurable goals closely 
aligned with standards and unit 
outcomes. 
Designs highly relevant lessons 
that will motivate all students 
and engage them in active 
learning. 
" Designs lessons that use an 
'; effective mix of high-quality, 
multicultural learning materials 
': and technology. 
E~E!.givE!. ..Dt!".!!lopillg
. . 
Knows the subject matter well Is somewhat familiar'with the 
and has a good grasp of child subject and has a few ideas of 
development and how students ways students develop and 
learn. learn. 
Enter Notes 
Plans the year so students will Has done some thinking about 
meet high standards and be how to cover high standards and 
ready for external test requirements this year. 
assessments. 
Enter Notes 
Plans most units with big ideas, Plans lessons with some thought 
essential questions, knowledge, to larger goals and objectives 
and skill goals and most of and higher-order thinking skills. 
Bloom's levels. 
Enter Notes 
Plans on-the-spot and unit :. Drafts unit tests as instruction
 
assessments to measure student' proceeds.
 
learning.
 
Enter Notes 
Anticipates misconceptions that Has a hunch about one or two
 
students might have and plans '. ways that students might
 
to address them. . become confused with the
 
content. 
Enter Notes 
: Designs lessons focused on ,: Plans lessons with some 
measurable outcomes aligned . consideration of long-term 
with unit goals. goals. 
Enter Notes 
Designs lessons that are Plans lessons that will catch 
..	 relevant, motivating, and likely some students' interest and 
to engage most students. , perhaps get a discussion going. 
Enter Notes 
Designs lessons that use an .: Plans lessons that involve a
 
· appropriate, multicultural mix of '. mixture of good and mediocre
 
materials and technology. : learning materials.
 
.... Enter. ~()tes 
Designs lessons that break down .. Designs lessons that target Plans lessons with some thought 
complex tasks and address all 
learning needs, styles, and 
.' interests. 
__ .~c .. __,,: :..__ . . 
Uses room arrangement, 
materials, and displays to 
maximize student learning of all 
material. 
Is direct, specific, conSistent, 
, and tenacious in communicating 
: and enforcing very high 
. expectations. 
Shows warmth, caring, respect, 
and fairness for all students and 
builds strong relationships. 
: several learning needs, styles, ,as to how to accommodate 
and interests. :: special needs students. 
Enter Notes 
. __ _ __.- .. __.--_.__ __ 
.1 Organizes classroom furniture, 
" materials, and displays to 
support unit and lesson goals. 
· Clearly communicates and 
consistently enforces high 
, standards for student behavior. 
.." _---.. - ---. .._ .. __ ._._.._.­--~--_._---_ 
Ii Organizes furniture and ;i Has a conventional furniture 
" materials to support the lesson, ';'I arrangement, hard-to-access 
with only a few decorative : materials, and few wall 
displays. · displays. 
:: Announces and posts classroom · Comes up with ad hoc rules and 
;: rules and punishments. punishments as events unfold 
during the year• 
.._- -._--~_._-- - ------------_..~._---_._--_....!:_-----.­
Enter Notes 
.I~f~i~~~d -;~~~~~~~I toward' ., IS' fair a~d'~~~~~ctful toward 
students and builds positive most students and builds 
.• relationships. positive relationships with 
some. 
:;:--.'.,-'-":_:__:...:.-~---~---
.... J:lll!ffe t;tive
 
Has little familiarity with the 
subject matter and few ideas on 
how to teach it and how students 
learn. 
, Plans lesson by lesson and has 
little familiarity with state 
· standards and tests. 
. Teaches on an ad hoc basis with 
: little or no consideration for long 
. -range curriculum goals. 
.' Writes final tests shortly before 
:: they are given. 
: Proceeds without considering 
'. misconceptions that students 
., might have about the material. 
Plans lessons aimed primarily at 
entertaining students or 
covering textbook chapters. 
Plans lessons with very little
 
likelihood of motivating or
 
involVing students.
 
Plans lessons that rely mainly on . 
mediocre and low-quality
 
· textbooks, workbooks, or
 
: worksheets.
 
: Plans lessons with no
 
differentiation.
 
Is sometimes unfair and 
disrespectful to the class; plays 
favorites. 
Enter Notes 
, Respect . Wins all students' respect and 
i creates a climate in which 
:: disruption of learning is 
· Commands respect and refuses 
, to tolerate disruption. 
',Wins the respect of some 
:, students but there are regular 
. disruptions in the classroom. 
Is not respected by students and 
the classroom is frequently 
chaotic and sometimes 
unthinkable. dangerous. 
Enter Notes 
d. Social-emotional Implements a ,program that Fosters positive interactions Often lectures students on the Publicly berates "bad" students, 
successfully develops positive among students and teaches need for good behaVior, and blaming them for their poor 
interactions and social­ useful social skills. makes an example of "bad" behavior. 
emotional skills. students. 
Enter Notes 
e. Routines Successfully inculcates class Teaches routines and has Tries to train students in class Does not teach routines and is 
routines up front so that students maintain them all routines but many of the constantly nagging, threatening, 
students maintain them year. routines are not maintained. . and punishing students. 
throughout the year. 
Enter Notes 
f. Responsibility Gets all students to be self­ Develops students' self­ Tries to get students to be , Is unsuccessful in fostering self­
disciplined, take responsibility discipline and teaches them to responsible for their actions, but , discipline in students; they are 
for their actions, and have a take responsibility for their own many lack self-discipline. dependent on the teacher to 
strong sense of efficacy. actions. behave. 
Enter Notes 
g. Repertoire Has a highly effective discipline Has a repertoire of discipline Has a limited disciplinary . Has few discipline skills and 
repertoire and can capture and "moves" and can capture and repertoire and students are constantly struggles to get 
hold students' attention any maintain students' attention. frequently not paying attention. students' attention. 
time, 
Enter Notes 
h. Efficiency Skillfully uses coherence, Maximizes academic learning Sometimes loses teaching time Loses a great deal of 
momentum, and transitions so time through coherence, lesson due to lack of clarity, instructional time because of 
that every minute of classroom , momentum, and smooth interruptions, and inefficient confusion, interruptions, and 
time produces learning. , transitions. transitions. ragged transitions. 
Enter Notes 
i. Prevention Is alert, poised, dynamic, and Has a confident, dynamic Tries to prevent discipline Is unsuccessful at spotting and 
self-assured and nips virtually presence and nips most problems but sometimes little preventing discipline problems, 
all discipline problems in the discipline problems in the bud. things escalate into big and they frequently escalate. 
bud. problems. 
Enter Notes 
j. Incentives Gets students to buy into a Uses incentives wisely to Uses extrinsic rewards in an Gives out extrinsic rewards 
highly effective system of encourage and reinforce student attempt to get students to (e.g., free time) without using 
incentives linked to intrinsic cooperation. cooperate and comply. , them as a lever to improve 
rewards. behavior. 
Enter Notes 
RUl:lric Score: 010 . 
-- "----~-------_._---,-_. ..~._--_._._-- ~-.---_ .._ ~-------__ .._----­
Cr:i~~ri" .	 . De"",lopil1g ·::I!,eif~cti~~.·.. ~!l;J~Y'J'J!~~!~e~c~c··,-- : 
a. Expectations Exudes high expectations and Conveys to students: This is Tells students that the subject Gives up on some students as
 
detenmination and convinces all important, you can do it, and matter is important and they hopeless.
 
students that they will master I'm not going to give up on you. need to work hard.
 
the material.
 
Enter Notes 
b. Mindset Actively inculcates a "growth" Tells students that effective Doesn't counteract students' , Communicates a "fixed" mindset 
mindset: take risks, learn from effort, not innate ability, is the misconceptions about innate about ability: some students 
mistakes, through effective key. ability. have it, some don't. 
effort you can and will achieve 
at high levels. 
Enter Notes 
c. Goals	 Shows students exactly what's , Gives students a clear sense of Tells students the main learning Begins lessons Without giving 
. expected	 by posting essential , purpose by posting the unit's objectives of each lesson. students a sense of where 
questions, goals, rubrics, and essential questions and the instruction is headed. 
exemplars of proficient work. lesson's goals. 
:-..=::.::::::===-~-=--------_.. --=:~ ---~--------------_._--!)----_._---_. __._-_._. ---,'­
d. Connections . Hooks all students' interest and ,Activates students' prior Is only sometimes successful in Rarely hooks students' interest 
, makes connections to prior " knowledge and hooks their ;: making the subject interesting or makes connections to their 
'I knowledge, experience, and 
reading. 
,e. Clarity	 Always presents material clearly 
and explicitly, with well-chosen 
examples and vivid and 
appropriate language. 
1 f. Repertoire . Orchestrates highly effective 
, strategies, materials, and 
groupings to involve and 
motivate all students. 
interest in each unit and lesson. '1	 and relating it to things students lives. 
already know. 
E:~te~ ,r.l0tes __ ._._.__. 
Uses clear explanations, , Sometimes uses languag~~~d"'TOft~~~~~-s~~~'~~~~~i~1in a 
appropriate language, and , explanations that are fuzzy, confusing way, using language 
examples to present material. confusing, or inappropriate. that is inappropriate. 
Enter Notes 
, Orchestrates effective Uses a limited range of Uses only one or two teaching 
strategies, materials, and classroom strategies, materials, strategies and types of materials 
classroom groupings to foster and groupings with mixed and fails to reach most 
student learning. success. students. 
Erl.ter Not~~. . . 
g. Engagement , Gets all students highly involved 
in focused work in which they 
are active learners and problem 
" -solvers. 
Has students actively think 
about, discuss, and use the 
: ideas and skills being taught. 
: Attempts to get students actively 
involved but some students are 
. disengaged. 
Mostly lectures to passive 
stUdents or has them plod 
through textbooks and 
worksheets. 
Enter Notes 
, h. Differentiation Successfully reaches all students " Differentiates and scaffolds 
by skillfully differentiating and instruction to accommodate 
, scaffolding. most students' learning needs. 
: Attempts to accommodate 
students with learning deficits, 
but with mixed success. 
Fails to differentiate instruction 
for students with learning 
deficits. 
Nimbleness Deftly adapts lessons and units 
to exploit teachable moments 
and correct misunderstandings. 
Application Consistently has all students 
summarize and internalize what 
they leam and apply it to real­
life situations. 
M.onitori.nc~'"~sess!J1enti,~~~~~"oW~f~~':'~~~>~'L!~'. 
Enter Notes 
Is flexible about modifying Sometimes doesn't take 
lessons to take advantage of advantage of teachable 
teachable moments. moments. 
Enter Notes 
· Has students sum up what they · Sometimes brings closure to 
have learned and apply it in a · lessons and asks students to 
different context. think about applications. 
Enter Notes
 
R!Jbr'ic Score: a/a
 
Is rigid and inflexible with lesson 
plans and rarely takes 
advantage of teachable 
moments. 
Moves on at the end of each
 
lesson without closure or
 
• application to other contexts. 
..F·~~~~·ria._ -." ,-"_." --~ , '_ -:. -.-..~:~,i~:~Ji~~F~~~~:'~~"'-
Criteria	 Posts and reviews clear criteria
 
for profident work, including
 
rubrics and exemplars, and all
 
students internalize them.
 
Diagnosis	 Gives students a well­

constructed diagnostic
 
assessment up front, and uses
 
the infonnation to fine-tune
 
instruction.
 
On-the-Spot	 Uses a variety of effective 
methods to check for 
understanding; immediately 
unscrambles confusion and 
clarifies. 
Self-Assessment	 Has students set ambitious 
goals, continuously self- assess, 
and take responsibility for 
improving perfonnance. 
Recognition	 Frequently posts students' work 
with rubrics and commentary to 
celebrate progress and motivate 
and direct effort. 
Interims Works with colleagues to use 
interim assessment data, fine­
· tune teaching, re-teach, and 
help struggling students. 
Tenacity	 Relentlessly follows up with 
struggling students with personal 
attention so they all reach 
· proficiency. 
Support	 : Makes sure that students who
 
· need specialized diagnosis and
 
, help receive appropriate
 
, services immediately.
 
......._._..__
 
Analysis	 , Works with colleagues to 
.;	 analyze and chart data, draw 
action conclusions, and leverage 
student growth. 
Reflection Works with colleagues to reflect 
on what worked and what didn't 
and continuously improve 
instruction. 
respect for family and 
· community culture, values, and 
. beliefs. 
...._........ ..:.c.:....:.cc... __ ··. __ ::..-_:_--,,:.-.~- ,._~-,~_._- ._ ....::'..._":.:: ._-- ._._--,_._.._.
 
.... .~f.f$!~t!~~,	 cDE!":E!'-«;l~i~!I . Ineft~tiv~' 
· Posts criteria for proficiency, Tells students some of the Expects students to know {or 
· including rubrics and exemplars qualities that their finished work figure out} what it takes to get 
· of student work. should exhibit. good grades. 
Enter Notes 
: Diagnoses students' knowledge Does a quick K-W-L {Know, Begins instruction without 
: and skills up front and makes Want to Know, Learned} diagnosing students' skills and 
small adjustments based on the exercise before beginning a · knowledge. 
data. unit. 
. EntE.:r N()!~. . .... ._ .._...­
Frequently checks for Uses mediocre methods (e.g., Uses ineffective methods {"Is
 
understanding and gives thumbs up, thumbs down) to • everyone with me?"} to check
 
students helpful infonnation if check for understanding during • for understanding.
 
they seem confused. instruction.
 
Enter Notes 
Has students set goals, self­ Urges students to look over their ' Allows students to move on 
assess, and know where they work, see where they had " without assessing and improving 
stand academically at all times. trouble, and aim to improve problems in their work. 
those areas. 
Enter Notes 
Regularly posts students' work Posts some'A' student work as Posts only a few samples of
 
to make visible their progress an example to others. student work or none at all.
 
with respect to standards.
 
Enter Notes 
Uses data from interim Looks over stud ents' tests to see Gives tests and moves on
 
assessments to adjust teaching, if there is anything that needs to without analyzing them and
 
re-teach, and follow up with be re-taught. follOWing up with students.
 
failing students.
 
Enter Notes 
Takes responsibility for students'TOffers students who fail tests Tells students that if they fail a 
who are not succeeding and some additional time to study test, that's it; the class has to 
gives them extra help. and do re-takes. :: move on to cover the 
· curriculum. 
Enter Notes 
When necessary, refers students ' Sometimes doesn't refer Often fails to refer students for 
for specialized diagnosis and students promptly for special special services and/or refers 
extra help. help, and/or refers students who students who do not need them. 
don't need it. 
. ~ .. " ...- .. ~; ,. 
.E.l1ter Not.E:~ 
· Analyzes data from Records students' grades and Records students' grades and 
· assessments, draws conclusions, notes some general patterns for moves on with the curriculum. 
! and shares them appropriately. future reference. 
Enter Notes 
Reflects on the effectiveness of · At the end of a teaching unit or Does not draw lessons for the
 
lessons and units and .• semester, thinks about what future when teaching is
 
continuously works to improve i might have been done better. unsuccessful.
 
them.
 
Is often insensitive to the culture 
,,:r 
Tries to be sensitive to theCommunicates respectfully withShows great sensitivity and 
Enter Notes 
parents and is sensitive to culture and beliefs of students' and beliefs of stUdents' families. 
different families' culture and families but sometimes shows 
values. lack of sensitivity. 
, .':............. _ -.---_ - '-.. -._ ..
 
Enter Notes 
• Belief	 Shows each parent an in-depth Shows parents a genuine Tells parents that he or she Does not communicate to 
cares about their children and parents knowledge of Individualknowledge of their child and a Interest and belief In each child's 
children or concern about theirstrong belief he or she will meet ability to reach standards. wants the best for them. 
or exceed standards. future. 
Enter Notes 
c. Expectations Gives parents clear, user­ Gives parents clear expectations Sends home a list of classroom Doesn't inform parents about 
friendly learning and behavior for student learning and rules and the syllabus for the learning and behavior 
expectations and exemplars of behavior for the year. year. expectations. 
proficient work. 
Enter Notes 
d. Communication Makes sure parents hear Promptly informs parents of Lets parents know about Seldom informs parents of 
positive news about their behavior and learning problems, problems their children are concerns or positive news about 
children first, and immediately and also updates parents on haVing but rarely mentions their children. 
flags any problems. , good news. positive news. 
Enter Notes 
e. Involving Frequently involves parents in Updates parents on the , Sends home occasional Rarely if ever communicates 
supporting and enriching the ' unfolding curriculum and suggestions on how parents can with parents on ways to help 
curriculum for their children as it : suggests ways to support help their children with their children at home. 
unfolds. learning at home. schoolwork. 
Enter Notes 
f. Homework Assigns highly engaging Assigns appropriate homework, Assig ns homework, keeps track Assigns homework but is 
homework, gets close to a 100% holds students accountable for of compliance, but rarely follows resigned to the fact that many 
return, and promptly provides turning it in, and gives up. students won't tum it in, and 
helpful feedback. feedback. doesn't follow up. 
Enter Notes 
g. Responsiveness Deals immediately and Responds promptly to parent Is slow to respond to some Does not respond to parent 
successfully with parent , concerns and makes parents parent concerns and comes concerns and makes parents 
concerns and makes parents " feel welcome in the school. across as unwelcoming. feel unwelcome in the 
feel welcome any time. classroom. 
Enter Notes 
, h. Reporting Usees student-led conferences, Uses conferences and report Uses report card conferences to Gives out report cards and 
report cards, and informal talks cards to give parents feedback tell parents the areas in which expects parents to deal with the 
to give parents detailed and on their children's progress. their children can improve. areas that need improvement. 
, helpful feedback on children's 
, progress. 
Enter Notes 
i. Outreach , Is successful in contacting and Tries to contact all parents and Tries to contact all parents, but Makes little or no effort to 
working with all parents, I is tenacious in contacting hard­ ends up talking mainly to the contact parents. , 
including those who are hard to , to-reach parents. parents of high-achieving 
reach. students. 
Enter Notes 
, j. Resources Successfully enlists classroom , Reaches out to families and , Asks parents to volunteer in the Does not reach out for extra 
volunteers and extra resources community agencies to bring in , classroom and contribute extra support from parents or the 
from homes and the community volunteers and additional resources. community. 
to enrich the curriculum. resources. 
Enter Notes 
Rubric Score: 0/0 
F.Professionai Responsibiliti.es (Summative) 
,. ~E!ve,l()ping .• '" <:rite.r!i) ". '.:,H!~hj;':EffeCi;:v~ . 
, a. Attendance Has perfect or near-perfect Has very good attendance (95­ Has moderate absences (6­ Has many absences (11% or 
attendance (98-100%). 197%). 10%). If there are extenuating more). If there are extenuating 
circumstances, state below. " circumstances, state below. 
Enter Notes 
b.Language	 In professional contexts, speaks 'Uses correct grammar, syntax, Periodically makes errors in Frequently makes errors in 
and writes correctly, succinctly, usage, and spelling in grammar, syntax, usage and/or grammar, syntax, usage, and/or, 
and eloquently. ' professional contexts. spelling in professional spelling in professional 
contexts.	 , contexts. 
Enter Notes 
c. Reliability , carries out assignments Is punctual and reliable with Occasionally skips assignments, Frequently skips assignments, is
 
conscientiously and punctually, paperwork, duties, and : is late, makes errors in records, late, makes errors in records,
 
keeps meticulous records, and is assignments; keeps accurate ': and misses paperwork and misses paperwork
 
never late. records. :' deadlines. deadlines•
 
.._. • . . L . .~	 ~~ 
Enter Notes 
d. Professionalism Presents as a consummate Demonstrates professional Occasionally acts and/or dresses Frequently acts and/or dresses
 
professional and always ': demeanor and maintains in an unprofessional manner in an unprofessional manner and
 
observes appropriate appropriate boundaries. and/or violates boundaries', violates boundaries.
 
boundaries.
 
Enter Notes	 ' 
e. Judgment " Is invariably ethical, honest, and " Is ethical and forthright, uses If someti~~-s-u-s-e~~~~~-~i~n~-b;--ii Is';:;quently un~~h~;I~------~! 
forthright, uses impeccable good judgment, and maintains 'I judgment, is less than dishonest, uses poor judgment, 
judgment, and respects confidentiality with student completely honest, and/or and/or discloses student 
, confidentiality. records. " discloses student information. information. 
Enter Notes 
......-._ ..... _- -." .'.- . .. .... .,-----_.__ .--_ ..- ---.-----------._.­
f. Above-and- beyond Is an important member of Shares responsibility for grade­ '1 When asked, will serve on a Declines invitations to serve on
 
teacher teams and committees level and schoolwide activities I committee and attend an after­ committees and attend after­

and frequently volunteers for , and takes part in after-school school activity. school activities.
 
after-school activities. , activities.
 
E,nt'C" No~es 
, g. Leadership	 Frequently contributes valuable . Is a positive team player and Occasionally suggests an idea Rarely if ever contributes ideas 
ideas and expertise and instills contributes ideas, expertise, and aimed at improving the school. that might help improve the 
in others a desire to improve time to the overall mission of school. 
student results. the school. 
Enter Notes 
Openness Actively seeks out feedback and 
suggestions and uses them to 
improve performance. 
Listens thoughtfully to other 
Viewpoints and responds 
constructively to suggestions 
and criticism. 
Is somewhat defensive but does 
listen to feedback and 
suggestions. 
Is very defensive about critidsm 
and resistant to d\angjng 
classroom practice. 
Enter Notes 
Collaboration Meets at least weekly with 
colleagues to plan units, share 
ideas, and analyze interim 
assessments. 
Collaborates with colleagues to 
plan units, share teaching ideas, 
and look at student work. 
Meets occasionally with 
colleagues to share ideas about 
teaching and students. 
Meets infrequently with 
colleagues, and conversations 
lack educational substance. 
Enter Notes 
Growth Actively reaches out for new 
ideas and engages in action 
research with colleagues to 
, figure out what works best. 
Seeks out effective teaching 
ideas from colleagues, 
workshops, and other sources 
and implements them well. 
Can occasionally be persuaded 
to try out new classroom 
practices. 
Is not open to ideas for 
improving teaching and 
learning. 
.Rubric Score: 0/0 
Enter Notes 
bric Score ~eport. 
Rubric Progress Score Max Criteria Avg Last Completed 
f' 
l 
Highly Effective 
59 - 60 
Effective 
57 - 58 
•
Developing 
50 - 56 
•
Ineffective 
0-49 
Summative Rating 
nversion: N/A 
erall Comments: 
Ie teacher's acknowledgement indicates that he or she has seen and discussed the evaluation; it does not necessarily denote agreement with the report 
